Influence of HRD Activities and Perceived upward Mobility on Employees' Organizational Commitment and QWL by Shah, Shawkat Ahmad
INFLUENCE OF HRD ACTIVITIES AND 
PERCEIVED UPWARD MOBILITT ON 
EMPLOYEES' ORGANIZATIONAL 
COMMITMENT AND QWL 
ABSTRACT 
THESIS 
SUBMITTED FOR THE DEGREE OF 
Sottor of $I|tlQfitopl)p 
IN 
PSYCHOLOGY 
BY 
SHAWK^T AHMAD SHAH 
Under th« Supervision of 
PROP. SHAHIM AHMAD ANSARI 
DEPARTMENT OF PSYCHOLOGY 
ALIGARH MUSLIM UNIVERSITY 
ALIGARH ( INDIA) 
2000 
The present larger investigation leading to the degree of the Doctor of 
Philosophy on the problem entitled, "Influence of HRD Activities and 
Perceived Upward - Mobility on Employees' Organizational Commitment and 
QWL" is a novel attempt which is witnessed from the survey of literature as 
none of the similar studies have ever been conducted earlier in Indian context 
or in other countries espacially on the sample group of bank managers. 
The present Ph.D. thesis based on empirical investigation consists of 
five different chapters. In chapter-I the concepts, meanings, and definitions 
pertaining to QWL, organizational commitment (dependent variables), HRD 
activities and perceived upward- mobility (independent variables) have been 
discussed in detail. In the chapter, relevance of QWL has been emphasized. 
The phenomenon of QWL remained a continuous concern for induatrial 
psychologists, managers, supervisors,and other behavioural scientists for 
undertaking it as a philosophy and or strategy, it as a philosophy and /or 
strategy for motivating employees at work- place and subsequently enhancing 
employees' productive eflBciency. Therefore, in quest of improving employees' 
perception of well-being different approaches like job redesign, j ob 
enlargement, job rotation, and job enrichment came into prominance. It was 
only in the year 1972 when Davis coined a comprehensive term of "quality 
of work life" (QWL). Thereafter, the phenomenon of QWL became significant 
issue for both employees as well as employers. 
The phenomenon of organizational commitment — an another 
dependent variable, can be traced back to its history fi-om the efforts made 
by Whyte's (1956) ' organization man' concept which gradually grew up as 
a predictor or criterion variable to asses employees' motivation, intention to 
remain in , involvement in , and identification with the goals of organization 
as a basis for Psycological and behavioural attachment with the work and 
the organization. Later on Meyer and Allen's (1991) three dimensional concept 
of employees' organizational commitment laminated the work on commitment. 
So for as HRD activities and perceived upward- mobility (independent 
variables) are concerned, it is necessary to mention that HRD activities refers 
to all those attempts through which employees in the organization are helped 
to develop their potentials e.g., through training, performance appraisal, job 
enrichment programmes, organizational development, career development 
programmes etc. at work. Similarly, positive perception of employees' 
advancement and growth opportunities at work place contribute significantly 
in enhancing motivation and satisfaction in the context of job he/she performs. 
Chapter-II contains description of relevant studies pertaining to the 
concerned independent and dependent variables. In the light of available 
literature it has become amply clear that none of the similar study has been 
carried out especially in Indian context. In this chapter various null -
hypotheses focussing on the objectives of the study have been formulated 
for their empirical testing. 
Chapter-Ill incorporates the methodological and procedural aspects of 
the study. The study was conducted on the sample group of managers 
consisting on N=230 which were drawn fi-om the various branches of J & K 
Bank Ltd. 
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Chapter-Ill also contains the description of the tools used. Keeping in 
view the nature of the research endeavour four scales pertaining to concerned 
variables were developed by the researcher himself. For measuring employees' 
QWL perception, a 48-item scale based on 17-dimensions was developed. 
Whereas, organizational commitment scale consisted of 15-items distributed 
among three dimensions viz., aflfective commitment, continuance commitment, 
and normative commitment. HRD scale contains 40-items covering 
12-dimensions. And perceived upward-mobility questionnaire consisted of 
9-items. All the four scales were standardized by opting the steps for 
item-analysis and thereafter, assertaining reliability and validity. Moreover, 
the chapter also discusses about the relevance of step-wise multiple regression 
analysis that was run approprately for analyzing the data and obtaining the 
results. 
Chapter IV and V were aimed for " Results and Discussions"; and 
" Conclusion and Suggestions" respectively. The findings reveal the fact that 
both QWL and organizational commitment are significantly influenced by 
overall HRD activities, its various facets and also by the employees' 
perception of upward-mobility. The last chapter-V also provides suggessions 
in the light of the findings of the present study to be carefully undertaken. 
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Chapter -1 
^HtMbuetm 
History witnesses that human beings grew from savagery to civilization 
and the major turning point of work activities appeared from industrial-
revolution that started in England during the mid 18* centur>' and gradually 
spread in Europe and America, there-after, in dififerent other developing and 
under developing countries. Industrial revolution was an outcome of the need 
for mass-production as it is usually said that need is the mother of all 
inventions. Hence, for mass- production, industries were set-up, organizations 
were rationally structured and all strategies either having financial or non-
financial implications were taken into account for co-ordinating employees' 
activities and for developing and maintaining motivational team spirit for the 
efifective organizational work performance. 
Efforts for motivating people at work has been considered highly 
significant but is a continuous process because of changing human values, 
perceptions, needs, and desires. There has always been the necessity' for 
opting new strategies or mechanisms for proper handling of people at 
work. And it is because of the fact that without understanding peoples ' 
perceptual and psychological needs less could be done for understanding 
h u m a n behaviour and d e s i g n i n g adequa te ly p r o p e r s t r a t e g i e s for 
motivating people at work. 
Studying people at work can be traced back from the very significant 
work conducted by Taylor in the beginning of the 20th centur>' whose 
approach was considered as management-oriented system that turned into 
the very significant, popular, and humanized approach viz., employee-
oriented system with the concerted eflForts of Mayo,e/ al during mid-1920's. 
The later approach briefly focussed on employees' social needs as important 
determiner of work effectiveness and work satisfaction. Mayo and his 
colleagues as a result of Howthome studies in 1920's started a movement 
called 'human relation movement' wiiich dominated and still dominating the 
entire scenario of the business world. It is imperative to mention that only 
after this movement, 'employee- centered' and most 'humanized approach' 
gradually appeared. From the beginning of 1940's human motivation theories 
started coming in, although, the term job satisfaction had already been coined 
by Hoppock in 1935. The first general human motivation theory was given 
by Maslow in 1943 which later in the year 1954 was applied as a theory 
and approach to study human motivation. 
It is necessarily important to point-out at this juncture that all efiforts 
for enhancing motivation and satisfaction at work with the consideration 
of work humanization wiiich all later converge over the term Quality of Work 
Life (QWL), hence, to make a ground for describing QAVL, job motivation 
and satisfaction concepts are desired to be discussed in brief. 
In the motivation, Maslow has done a commendable work who 
broke new ground in the form of his theory of hierarchical nature of 
human needs by giving five need categories . These needs lie in the 
hierarchical order which are given here in the ascending order viz. , 
physiological need, security need, social need, esteem need and self-
actual izat ion need. According to M a s l o w these needs emerge ii in a 
hierarchical sequence where lowest order need come first and only after its 
adequate fulfillment the next need in hierarchy come into prominence. In such 
fashion needs fi-om lowest to higher in order emerge and the apex need 
category i.e. self-actualization need appear at last which has no limit of 
fulfillment, hence, it is also called growth need. 
Upto 1950's research in human motivation had been on traditional 
lines and motives were supposed to be lying along a continuum, the one 
end of which was satisfaction and the other dissatisfaction. N o doubt, 
motivational theory had long been weaned away fi-om its economic base 
as was propounded by the proponents of scientific management. Hoppock 
and others had already emphasized the minor role played by wage and 
other financial incentives in motivating the individuals at v/ork. 
Herzberg, for the first time questioned the basic assumption of linear 
continuum. As a result of his first work, viz., "survey of literature" on 
j o b satisfaction, he started his own studies on human motivation and put 
forth his findings in the monograph entitled "Motivation to work" in 1959. 
In this monograph he proposed two-factor theory also known as the 
motivation-hygiene theory. Herzberg (1959) on the basis of his findings 
asserted that there are some factors which if properly taken care of results 
in job satisfaction. These are also called as content factors. By calling these 
factors as content factors, he meant that these factors are inherent either 
in the individual's personality or in work itself He names content factors 
as motivators. 
In propos ing his two-factor theory he e m p h a s i z e s the subtle 
distinction between the motivators and hygiene factors. He emphasizes 
that the absence of satisfaction is not dissatisfaction but no satisfaction. 
He proposed that the motivators if taken care-of, enhance satisfaction and 
motivation, where as when the company or employer takes care of the 
hygiene factors it reduces dissatisfaction. Once the hygiene factors are 
properly taken care of they provide a safety valve against dissatisfaction 
and yet they prepare a ground for the satisfaction of the individual. Here, 
it may also be pointed out that as the absence of satisfaction is not 
dissatisfaction so also, the absence of dissatisfaction does not by itself 
result into satisfaction, which clearly shows that satisfaction-dissatisfaction 
do not extend along a continuum. Had the two been along a continuum it 
would have been obvious that v/here there is satisfaction there will be no 
dissa t is fact ion and where there is no dissat isfact ion the re wil l be 
satisfaction. Herzberg repudiates the unidimensionality of the concepts of 
satisfaction and that is why, this theory is also known as "two-factor 
theory". 
M c Clelland (1962) argued that except two motives (striving for 
pleasure and seeking to avoid displeasure or pain) all the other motives 
are the outcome of life experiences. The innate tvv'o are at the opposite 
ends of a continuum. He categorized all needs into three groups: 
1. Need for achievement (n-Ach): - the desire to face challenges and work 
under competitive situation; 
2. Need for affiliation (n-Afif):-the desire to maintain friendly and close-
related relationships with others; and 
3. Need for power (n-Pow):- the desire to control others. 
Mc Clelland by his continuous efforts tried to analyze these needs 
in terms of their relationships with managerial efifectiveness. 
Vroom (1964) , p roposed a cogni t ive m o d e l in t e rms of two 
propositions: 
1. The anticipated satisfaction of an outcome is a linear function of the 
cumulative previous experiences of satisfaction and conception of its 
association with desired or expected satisfying outcomes or results; 
2. The motivation to work is a linear function of cumulative anticipations 
of results and the strength of expectances to attain desired ends. 
Adams (1965) propounded equity theory, which suggests that an 
individual makes comparison of his input-outcome ratio with the input-
outcome ratio of others. If inequity exists then it creates tension and 
frustration among people at work that subsequent ly r educe h u m a n 
motivation and efficiency. Hence, Adams advocated for strike up balance 
between input-outcome ratio as a strategy to keep people motivated, 
experiencing satisfaction in the work Context. There is considerable 
research support for the theory (Carrel and Dittrich, 1978 ; Lord and 
Hohenfeld, 1979; Howard and Miller, 1993 ; Harder, 1992 ; Bretz and 
Thomas, 1993) where as , the study conducted by Greenberg and Omstein 
(1983) indirectly supported equity theory. 
In the preceding description, human theories describing human 
mot ivat ion were highlighted and it is evident from the wri t ings that 
understanding human motivation is not very simple, therefore, approaches 
pertaining to enhance human motivation and theories have highlighted 
differentially numerous factors as well as processes involved. And so for 
as j o b satisfaction is concerned it is to briefly describe that j ob satisfaction 
is out come of the entire process of motivation, which works as a feedback 
in deciding future course of action. 
Since the objective of the present investigation w^as to study Quality 
of work life (QWL) and oi^ganizational commitment as a function of HRD 
activities and perceived upward-mobility, so it is warranted here to take-
up first the dependent va r i ab les namely, Q W L and Organiza t iona l 
Commitment for their comprehensive details. 
Q U A L I T Y OF W O R K LIFE ( Q W L ) 
In order to enhance employees ' quality of life at w^ork, approaches 
like j o b redesign, job enlargement, j o b rotation and j o b enrichment in the 
chronological order were used to minimize monotony and boredom and 
enhancing human motivation and satisfaction at work. It was only the year 
1972 w^hen a comprehensive term "quality of worklife" was coined by 
Davis who presented a paper at an international conference at Arden 
House, New York. 
Today's modem industrial management contends that employees at 
work should be made to experience gay and happiness which in turn is 
most likely to compel employees for their motivation and experiencing 
satisfaction especially in the work context. Hence, numerous organizational 
aspects like organizational structure, mode of communication, leadership 
behaviour, job design/redesign, job enrichment etc., are being given special 
attention as these are found to be the greatest source of employee's quality 
of work life and organizational commitment . 
Quality of work life (QWL) is a significant issue for both employees 
and employers . It is important for e m p l o y e e s as they spend a very 
significant portion of their lives on the j o b and the quality of work life 
has a bearing on quality of their lives. On the other hand, employers 
consider employees' Q W L a serious issue that should be properly taken 
care of because QWL is found instrumental or vital means in achieving 
organizational goals, and attaining organizational efifectiveness. The most 
important resource of an organization is its employees, hence, improving 
Q W L subsequently leads to motivation, satisfaction, and efficiency of 
employees. Similarly, it also helps in enhancing organizational productive 
profitability. 
Since, early 1970's , psychologis ts and managers have become 
interested in studying QWL. The contr ibut ions made by Herrick and 
Maccoby (1972), Taylor (1974), Davis and C h e m s (1975), Emergy and 
Emergy (1976), Miller (1977), and Carlson (1978) are worth considering. 
In India the work on Q W L had begun in 1970's . The efforts made in this 
area by Ganguly and Joseph (1976), De (1977a, 1977b), Mehta (1976), 
8 
Sinha (1977) and Joseph (1978), are to be appreciated. According to De 
(1980) most of the work on quality of work in Indian setting are either in 
theoretical - descriptive framework or in an action research context. 
Now, having given the significance of QWL, it is inevitably 
important to discuss the meaning of QWL In defining the term QWL, 
Walton (1973) viev^ed that it is a process by which an organization 
responds to the employees' needs for developing mechanism to allow them 
to share in decision-making that designs employees' v^ork life. Walton 
provided eight criteria to evaluate QWL programmes which include— 
adequate and fair compensation, safe and healthy environment, immediate 
opportunity to use and develop capacities, future opportunity for continued 
growth and security, social integration in the work organization, 
constitutionalism in the work organization, work and the total life space, 
and the social relevance of work life. 
^ In view of Ketzell and Yankelovich, (1975), QWL is "an individuals 
evaluation of the outcomes of the work relationship". They observed and 
witnessed that a worker can enjoy a high QWL when: 
- job incumbent has positive feelings towards his /her job and its future 
prospects, 
- is motivated to stay on the job and performs well; and 
- experiences and feels working life quite benefiting with his /her private 
life. 
Spink's (1975) viewed QWL as "a degree of excellence in work 
and working conditions which contribute to the over-all satisfaction of 
t h e i n d i v i d u a l and e n h a n c e s b o t h i n d i v i d u a l and organ iza t iona l 
effectiveness". 
In the light of the different v iew points Hackman and Suttle (1977) 
made a concerted effort to define Q W L in a broad sense encompassing 
professional viewpoint. Accord ing to them Q W L refers to industrial 
democracy, increased workers' participation in-corporate decision making 
or a culmination of the goals of human relations. From the management 
perspect ive it relates to a variety of efforts to improve productivity by 
i m p r o v i n g human potent ia l s and sk i l l s , ra ther than the capital or 
technological inputs of production. F rom individual worker 's viewpoint, 
it refers to the degree to which he is able to satisfy important personal 
needs through his experiences in the organization. Similarly, from the 
union perspective it is more equitable sharing of the income and resources 
o f t he work organization, and m o r e h u m a n e and healthier work ing 
conditions. Lippitt (1977) defined Q W L as " the degree to which work 
provides an opportunity for an individual to satisfy a wide variety of 
personal needs to survive with some security, to interact with other to have 
a sense of personal usefulness, to be recognized for achievement, and to 
have an opportunity to improve one 's skill and knowledge". Chems (1978 
) considers QWL as an area emphasiz ing to "humEinization of the work 
place, work place democracy, work restructuring or job design". This 
concept of QWL relates to the concept of human relation movement, i.e., 
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Elton Mayo's approach of organizational behaviour. Q W L is relatively a 
new term for a bundle of old issues that have long been the interest of 
philosophers, theologians, social scientists, workers, and employers. As a 
broad term, it can embrace every conceivable aspect of work ethics and 
work conditions, workers experience of satisfaction and dissatisfaction, 
m a n a g e r i a l c o n c e r n s a b o u t p r o d u c t i v e e f f i c i ency and b r o a d e n 
consideration of social cohesion an stability (Menton, 1979). 
In 1979 the A m e r i c a n soc ie ty of t r a in ing and d e v e l o p m e n t 
established a taskforce of the Q W L who defined it as " a process of work 
organizations w^hich enables its members at all levels to actively participate 
in shaping the organizational environment, methods, and outcomes". This 
value based process is a imed to^vards meet ing the twin -goa l s , i.e., 
enhanced efifectiveness of organization and improved quality of life at work 
for employees (Skrovn, 1980). This definition has clearly and precisely 
elaborated the objectives of Q W L programmes at work . 
In the light of the available survey of definitions, Nedler and Lawler 
(1983) conc luded that the def in i t ions of Q W L u n d e r w e n t severa l 
modifications with regard to its conceptual understanding. In fact they 
came across numerous significant stages in which the meaning of the term 
QWL was dififerently conceived and understood. The changes in defining 
the concept were natural which were the outcome of the demand of time 
and work environment. Nedler and lawler (1983) pointed out that definition 
of the term "quality of work life" came into prominence during the period 
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between 1959 to 1972. In this first stage of the emergence of QWL it was 
conceived as a variable. Hence, the emphasis was on the individual worker's 
reaction to the personal consequences of the work experience as job 
satisfaction, job motivation, mental health, etc. 
In the period 1969 to 1974, the concept of QWL was defined as an 
"approach". This definition focussed its emphasis on the individual worker 
and neglected the organizational outcomes. To the present investigation 
this definition seems to be incomplete, as for over all organizational 
productive efficiency both individual worker's state of living as well as 
organizational outcomes are equally important, hence, both should be 
equally taken care of. 
During the same period between 1969 to 1974, the third definition 
emerged and the QWL was defined as "methods". This approach of the 
term focussed QWL as a set of methods, approaches, or technologies for 
enhancing the work environment as to make it more productive and 
satisfying. 
Keeping in view the above definitions of QWL it is amply clear that 
the concept encomphasses the whole aspect of v^^orking environment that 
might be influencing the quality of life of individual worker's in the job 
situation. 
According to Carlson (1980) QWL is both a goal and an on going 
process for achieving goal. As a goal he describes QWL as the commitment 
of any organization to work improvement, the creation of more involving. 
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satisfying and effective jobs and work environment for people at all levels of 
the organization. As a process QWL call for effort to realize the goal through 
the active involvement of people through the organization. 
Reddy (1985) depicts that the concept of Q W L has been viewed 
differently by different countries. In U. K. Q W L is viewed as "work 
redesigning", it is "humanization of work p rogramme" in West Germany, 
and for the Japanese it is " improving the qual i ty of products". It is 
interesting to mention here that Japanese appeared to initiate quality circle 
movements in a large way in their industries, and gradually quality circle 
programmes dominated the western world and the European organizations. 
This programme was initiated in the large interest with the objectives of 
humanizing the work culture thus, it contributed to\vards improving the 
quality of life of employees at work ^ 
Apar t from these , Nur ick ( 1 9 8 5 ) v i e w s Q W L as a set of (I) 
philosophy with underlying values and assumption, (2) Structures and 
methods for organizational change, (3) human process as operating as a 
function of planned change, and (4) out comes that can be monitored and 
assessed. Harrison (1987) opined that Q W L is the degree to which the 
v/ork in an organization contributes to the material and psychological 
wellbeing of its members. According to Davis (1995) QWL is the quality 
of relationships between employees and the total working environment. 
Dubey et al. (1988) portrays that the term Q W L tends to cover a variety 
of areas, such as, physical, mental, psychological , social, spiritual well 
13 
being, personal functioning, and general limitations. In a recent definition 
Yousf (1996) viewed QWL as a generic phrase that covers a person's 
feelings about every dimension of v^ork including economic rewards, 
benefits, security, working conditions, organizational and interpersonal 
relations and their intrinsic measuring. 
The above detailed discussion on the concept of QWL makes it clear 
that it is a multidimensional approach concerned with over-all work 
climate, encompassing employees quality of life at both on and off- the-
job situations. It is imperative to note here that the approach to the QWL 
strategy is likely to be short of any meaning unless the regulatory concept 
of management is replaced by a genuinely participative concept, the 
tyraimy of technology should be tamed by the flexibility of technology in 
its working form the concept of hierarchical control should give away to 
appropriate form of self regulations and control through autonomous of 
semi- autonomous group working and in the end, working men and 
women should be measured as creators of meaningful work rather than 
as instruments of production is gaining acceptance as the rational for 
new forms of work organizations ( De, 1984). 
Studying QWL in Indian context is a tough job in the sense that 
uniform dimensions can not be identified because extreme diversities in 
socio-cultural and economic sphere. Ho^vever, the pioneer work done by 
Gaguly and Joseph (1976), Msehta ( 1976), De (1977, 1980, 1984), 
Joseph (1978) have geared and put momentum in understanding the 
14 
phenomena in this diversified sphere. 
DifiFerent research studies have been carried out by researches to 
measure QWL taking into consideration the situation and the over all 
environment of the organization and employees as well. There is a 
considerable difference in employees' perception of QWL. Blue-collar 
employees prefer extrinsic motivators than intrinsic motivators, where as 
in case of white-collar employees, the situation is reverse. Hence, a single 
inventories / scale for measuring QWL in different organization and 
employees can not be generalized. However, in some cases v^here both 
external and internal environment of organizations coincide same 
inventory can be used for the purpose. 
Better QWL leads to effective production and better performance. 
Healthy employees can built healthy organization. Good chance for 
employees' advancement and growth, their esteem and respect that 
management provides, over all working conditions, relation among peers 
with superiors and subordinates, autonomy at work, recognition, 
participation in decision-making, trust are some of the common factors 
that can predict QWL of employees in organization. Management task is 
to provide these facilities to their employees in order to get them more 
involved and satisfied with the job they perform. In today's work 
environment these activities are performed under the broad heading of 
human resource development (HRD) activities. Hence, Studying HRD 
activities in relation to QWL has been of considerable importance in the 
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present scenario of work culture. Keeping this in mind the present 
investigation was aimed to study "Influence of HRD activities and 
perceived upward-mobility on employees' organizational commitment and 
QWL". 
Having discussed the phenomena of QWL, the present problem 
enforce to take-up organizational commitment- an another dependent 
variable for a comprehensive detailed discussion. It is the matter of fact 
that QWL and organization! commitment are both positively correlated, 
hence, perception of high QWL is most likely to enhance organizational 
commitment and similarly , higher organizational commitment can be 
taken as a criterion index for employees' high QWL. In spite of this 
reality, these two concepts are entirely different. Therefore, it also seems 
necessary and important to have clarity of the concept and meaning of 
organizational commitment that follov/s: 
ORGANIZATIONAL COMMITMENT 
The phenomena of organizational commitment have also received 
considerable attention from behavioural scientists, managers, and 
supervisors during the last few decades. This concept has become an 
important tool to be used as an aid to achieve organizational goals and 
also in maintaining high level of discipline in the organizations. It is 
considered as an important characteristic of affective and healthy 
organizations. From the available literature on organizational commitment 
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it is clear that strong significant relationship exists between organizational 
commitment and various organizational outcomes, viz., performance, 
absenteeism, turnover, job satisfaction and vvith other job related variables. 
Before going into the details of these relationships, it is important to have 
a clear picture about the concept and meaning of organizational 
commitment. 
Whyte (1956) a social anthropologist proposed the concept of "the 
organization man" — a person who not only works for the organization 
but also have a sense of organizational belongingness. This concept 
received wide publicity in the field of organizational behaviour. After two 
years of Whyte's 'the organization man' concept Lawrence (1958) in his 
paper entitled "the change of organizational behaviour pattems-A case 
study of decentralization" at Boston; Harvard Business School, expressed 
his opinion that one sentiment, i.e. " a complete loyalty to the 
organizational purpose" should be dominant in all employees from top to 
bottom to get the employees committed to the organization. 
According to Becker (1960) commitment involves " consistent lines 
of activities" in behaviour that are produced by exchange considerations 
to which he called side-bets, as pension that grows in proportion to years 
in the organization. Later on, in 1969 Ritzer and Trice analysjed Becker's 
s ide-bet concept of commitment and tested its aspects on both 
organizational and occupational commitment. Becker's side-bet concept 
was the first source for defining the term commitment. It suggests that 
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commitment come into being when a person, by making a side-bet, links 
extraneous interests with a consistent line of activity. 
Kanter (1968) have defined commitment in terms of social values. 
He suggests that commitment is the willingness of social actors to give 
their energy and loyalty to social systems, the attachment of personality 
system to social relations. 
Hall et al. (1970) viewed commitment as a process by which the 
goals of the organization and those of the individual's become increasingly 
integrated or congruent. Sheldon (1971) advocated that commitment is 
an attitude or an orientation tov/ards the organization, which links or 
attaches the identity of a person to the organization. Boulin (1974) says 
that it is the relative strength of an individual's identification with and 
involvement in a particular organization where it involves the three 
factors—beliefs, willingness and association. In Buchanan's (1974) 
opinion commitment is a partisan, effective attachment to the goals and 
values of an organization, to one's role in relation to goals and values and 
to the organization for its own sake, apart its purely instrumental worth. 
Porter et al. (1974) defined commitment as the strength of one's 
identification v^dth and involvement in a particular organization and it is 
characterized by a willingness to exert considerable effort on behalf of 
the organization and a desire to maintain membership in it. 
Wiener and Gechman (1977) viewed commitment in terms of 
behaviours that are socially accepted and exceed formal and/or normative 
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expectations relevant to the object of commitment. In the words of 
Mowday et al. (1979) organizational commitment is viewed in terms of 
three factors - (a) a strong belief in and acceptance of the goals and values 
of the organization, (b) readiness to exert considerable efforts on behalf 
of the organization and (c) a strong desire to remain a member of the 
organization. This definition is a very comprehensive in which Mowday, 
et al. have attempted their best to reach in the depth of the term. 
Mottaz (1988) viewed commitment in terms of attitude—an effective 
response resulting from an evaluation of the work situation, which links 
or attaches the individual to the organization. 
Balaji (1992) pointed out and argued that organizat ional 
commitment is an acceptance of organizational goals and values, 
willingness to retain the membership in the organization. Kim et al. (1996) 
enumerates that organizational commitment is the employees' loyalty to 
the employer. Venkatachalam (1998) views organizational commitment 
as "taking on the organizational identity" 
In the light of available literature on organizational commitment it 
has been found that there is hardly any single comprehensive definition 
that can focus on all the aspects of organizational commitment. Mowday 
et al. (1982) vv^ile reviewing the literature on commitment observed that 
researchers from various disciplines ascribed their ov»ai meanings to the 
topic, thereby increasing the difficulty involved in understanding the 
construct. Meyer and Allen ( 1991) found that these definitions support 
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to the view that commitment is a psychological state that characterizes 
the employees' relationship with the organization and has implications 
for the decision to continue membership in the organization. However, it 
is clear that central theme of all the definitions is individuals psychological 
and behavioural attachment to the organization. Most of the researchers 
have taken assessment of motivation, intent to remain, involvement in, 
and identification with the goal of organization as the basis for 
psychological attachment. This inconsistency in definitions led the research 
to develop some kind of topologies into which the various approaches to 
commitment can be organized. In this process the first attempt was made 
by Etzioni (1961) who suggested that power or authority over employees 
in an organization is based on the nature of employees' involvement in 
the organization. This involvement has three forms; (1) moral 
involvement— that has a positive and high intense orientation towards the 
organization; (2) calculative involvement— that refers to employees' less 
intense relationship with organization and is based on rational exchange 
of benefits and rewards; and (3) alienated involvement— it represents to 
negative orientation towards the organization where individual behaviour 
is sevearly constrained. 
Kanter (1968) discussed commitment on the basis of employees' 
behavioural requirements imposed by organizations. He also suggested 
three forms of commitment: (1) continuance commitment' i.e., employees' 
dedication to the survival of the organization;(2) cohesion commitment. 
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which refers employees' attachment to the social relationships in the 
organization; and (3) control commitment, refer to employees' attachment 
to the norms of the organization . 
Salancik's (1977) topology was quite different from above 
mentioned two sets. He explained commitment on the basis of researchers, 
organizational behaviour researchers and social psychologists. To him 
former group of researchers view commitment as a process by which 
employees come to identify with the goals and values of the organization 
and are desirous to maintain membership in the organization. Whereas, 
the process by which an individual's past behaviour serves to bind him/ 
her to the organization is called as behavioural commitment by social 
psychologists. 
Stevens et al. (1978) after an intensive review of definitions on 
commitment reached to the conclusion that the approaches can best be 
summarized into two categories; exchange approaches and psychological 
approaches. The former approach views commitment as an outcome of 
inducement contributing to transaction between the organization and the 
members. The later one, i.e., psychological approach descr ibes 
commitment as a more active and positive orientation towards the 
organization. And because of such orientations employees have the 
willingness to work to attain organization's goals and people feel and 
perceive difficulty in leaving the organization. 
Reichers (1985) proposed an approach that seems complex in 
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nature. In fact the approach reflects the nature of employee-organization 
attachment more realistically. In her view, organizational commitment is 
a process of identification with the goals of an organization's multiple 
constituencies (e.g., owners /managers rank-and - file employees, 
customers/clients). Each constituency has its own goals and values that 
may or may not be compilable with the goals of the organizations 
themselves. Hence commitment can be best understood as collection of 
multiple commitments. This multiple constituency frame w^ork received 
strong research support (Becker , 1992; Lawler,1992; Hunt and Morgan, 
1994). 
Becker and Billings (1993) viewed and elaborated this model by 
identifying different patterns of commitment to various constituencies 
w^ithin the organization and named them as commitment profiles: 
- local committed employees — who are attached to their supervisors and 
work group; 
- globally committed employees— those who are attached to top 
management and the organization; 
- the committed employees—this refers to general commitment which 
is the function of both local and global employees' commitment; and 
- uncomsmitted employees- who are neither locally nor globally 
attached. 
Lawler's (1992) additional contribution to Reichers model was that 
these multiple-constituencies of organization are sometimes interdependent 
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(i.e., belonging to one requires belonging to another also) 
Commitment reflects the 'psychological bond' that ties the employee 
to the organization. (O' Reilly and Chatman, 1986). This bond can take 
three distinct forms; 
(1) compliance or instrumental involvement for specific, extrinsic rewards 
i.e., when attitudes and behaviours are adopted not because of shared 
beliefs but simply to given specific rewards; (2) identification or 
involvement based on a desire for affiliation; (3) internalization or 
involvement predicted on congruence between individual and 
organization's value. 
According to O'Reilly and Chatman employee's psychological 
attachment to an organization can reflect varying combinations of these 
three psychological forms. However, criticism raised on this commitment 
frame-work because of the difficulty in differentiating identification and 
internalization forms of commitment (Caldwell et al., 1990; 
Vendenberg et al., 1994). Later on, O'Reil ly and his colleagues 
reformulated this model by merging identification and internalization 
calling these as 'normative commitment'. 
Meyer and Allen (1991) after an intensive examination of all the 
definitions and classifications of commitment reached to the conclusion 
that their lies a common view, i.e., "commitment is a psychological state 
that characterises the employees relationships with the organization and 
has implications for the decision to continue membership in the 
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organization" The diflference lies only in the nature of the psychological 
state. 
Meyer and Allen developed a framework of commitment on three 
components: 
- Affective commitment— refers to the employees' emotional attachment 
to, identification with, and involvement in the organization; 
- Continuance commitment - refers to an awareness of the costs 
associated with leaving the organization; and 
- Normative commitment- refers to a feeling of obligation to continue 
employment. 
These three components of commitment have quite different 
consequences for various work-related behaviours, viz., attitude, 
performance, turnover, etc. Although this three - component conceptual 
model of commitment has received a considerable research support 
(Hackettc et al.. 1994; Somers, 1993; Meyer and Allen, 1997). 
Relationships with organizational commitment (either facet-wise or in 
total) and various entities of employees' behaviour and its impact on 
overall production and performance of the organization have been 
extensively studied. Organizational commitment has been found positively 
related with job satisfaction (Locke and Latham 1990; Mowday et al, 
1979; Mathieu and Zajac, 1990; Vendenberg and Lance, 1992), with 
various desirable outcome variables, like performance, perception of warm, 
supportive organizational climate (Luthans et al., 1992; Welsch and Lavan, 
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1981; Sharma and Sing, 1991; Sing, 1988; Sommer et a/., 1996). 
In the backdrop of above research evidences, it is amply clear that 
commitment plays a leading role in the over all development of organizations. 
Organizations that posses high committed workforce can perform better in 
the maiket place by providing high quality services to their customers through 
satisfactorily high quality performance of their committed employees. 
Employees performance get better when they perceive to anticipate that their 
efforts will lead to fulfill desired needs, hence, the congruency between the 
employees' need/goals and organizational goals is essentially important to 
increase employees' commitment. 
At length, having given an overview of the concept of organizational 
commitment, it seems warranted to express the last word that organizational 
commitment is a very significant employees' related phenomenon which is 
most likely to have its positive impact over employees' work related behaviour. 
Moreover, it is imperative to point out that organizational commitment by 
implication is most likely instrumental in the maximum utilization of human 
resources and in attaining the organization's goals upto the maximum extent. 
In the proceeding writings the effort will be made to describe the concept 
and meaning of the variables like HRD- activities and perceived upward 
mobility w^hich were taken as independent variables and thereafter, the 
implications of these for employees' perception tov/ards QWL and 
organizational commitment-dependent variables. 
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H R D - A C T r v n i E S 
Human resource development (HRD) is a recent approach covering 
wide range of activities in quest of enhancing the skill capabilities of human 
being for efifective work performance in attaining organizational goals. In the 
present scenario of global market, high product -/ service - quality and 
customers' satisfaction are the most essential aspects which can be attributed 
to the wide range of activities i.e., HRD activities for enhancing employees' 
motivation, satisfaction, commitment, etc. through human development 
programmes at work. Such activities do not only influence employees' work 
commitment and the perception towards QWL but are highly effective in 
influencing organizational effectiveness, its growth and development. This is 
not hypothetical rather the studies conducted during the last two decades have 
witnessed that successful ot^anizations wWch are dominating the global market 
have been emphasizing much more on human resource than the physical, 
economic or technological resources. In fact, human resource is the most 
valuable and vital component that activates and make use of other resources 
for the successful achievement of organizational objectives. For such reasons, 
HRD has spread over the world as a productive and useful craze both as an 
academic discipline and as an important strategy for effective management 
functions. Most of the emerging organizations are now setting up their separate 
HRD departments -with intent to get more and more benefits from this fast 
growing systematic strategic approach. In US, companies have adopted the 
philosophy of" productivity through people" as the key element for their 
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excellence. Indian government, keeping in view the importance of HRD, 
established separated ministry of HRD. 
In the present scenario, work culture demands for dynamic, 
competitive, creative and self-motivated work force to meet the challenges 
of the mega competition of products. Hence, these force management to 
equip employees with more knowledge, skill, and ability in order to get 
them able for utilizing their potentials properly to the maximum extent. 
Of all, HRD is the latest strategy that helps individuals to acquire 
knowledge, skill, competence, and create a sense of belongingness and 
these in conjunction get them more involved with their work and thereby 
increasing employees ' motivation, satisfaction, and organizational 
effectiveness in general at work place. Originally the term HRD was first 
evolved in the class discussion at George Washington University of USA. 
But the first comprehensive definition of HRD was given by Nadler in 
1969 who defined HRD as " a series of organized activities conducted 
within a specified time and designed to produce behavioural change". 
Megginson (1974) viewed HRD as " a total knowledge, skills, 
creative abilities, talent and aptitudes of an organization's w^ork force as 
well as the values, attitudes and beliefs of the individual involved". 
Lippitt (1977) portrays HRD as a system that depends on work itself 
which generates a high degree of responsibility for the employees; the 
individual's personal and professional growth; the improved quality output 
as a result of increased responsibility, and organization as an open system. 
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One of the comprehensive definitions that cover most of the aspects 
of HRD concept was given by Rao (1986). According to him "HRD in 
an organizational context is a process by which the employees of an 
organization are helped in a continuous and planned way, to: 
- acquire or sharpen capabilities required to perform various functions 
associated v/ith their present or expected future roles; 
- develop their general capabilities as individuals and discover and 
exploit their own inner potentials for their own and / or organizational 
development purposes; and 
- develop an organizational culture in vvliich supervisor subordinate 
relationship, team work, and collaboration among sub units are strong 
and contribute to the professional well being, motivation and pride of 
employee." 
Narayanan (1989) depicts that HRD attempts to unable people to 
overcome their defects and develop their productive potentials so that they 
are able to contributed to the ethical and harmonious grovv^ of society, 
fulfill their individual needs and wants, and with pleasure too. 
According to Dayal (1994) "HRD implies that the organizations wants 
to enhance overall capabilities of its employees to develop their potential in 
the directions best suited to them" He also mentioned three aspects that are 
important in HRD: 
- ways to better adjust the individual to his job and the environment; 
- the greatest involvement of an employee in various aspects of his work; 
28 
the greatest concern for enhancing the capabilities of the individual. 
Pathania (1997) enumerated HRD as "an effort to develop 
capabilities and competencies among employees as well as creative 
organizational environment conducive to the employee's development." 
The afore mentioned definitions are few among the wide range of 
definitions of HRD. It is amply clear that there is only linguistic difference 
among the various definitions rather having any conceptual difference. The 
main theme of all these definitions is that HRD is a process through which 
human beings are helped to develop their potentials at work through 
t ra in ing , per formance appraisal , j o b enrichment p rogrammes , 
organizat ional development, career development, feedback, and 
counseling. These activities in turn increase employees' capabilities, 
potentials, ability, skill, knowledge, and create a climate in the organization 
that encourage openness, trust, risk-taking, autonomy, responsibility, inter-
personal relationships etc, 
HRD process makes individual aware about him-/her-self, their 
potentials, abilities, talent, worth, and provide them possible conducive 
environment to improve and utilize capabilities for the effective 
achievement of organizational objectives. 
It seems important to point out that organizations opting for human 
resource development programmes must perform it indirectly and for 
which management has to create situation (environment) in the 
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organization that employees perceive them as conducive for advancement, 
stimulating them to enjoy working. 
DiflFerent strategies and approaches are continually being developed 
by academicians, behavioural scientists, and HRI> professionals for the 
development and the maximum utilization of human resources. In the 
organizational context, some of the key activities that are involved in this 
process are being discussed in the following writings. 
Forecasting human resource need is an important function of HRD 
personals of the organization. It is a diagnostic activity on the basis of 
which management can make assessment about the future requirements 
of the organization. Identification of future problems which are caused 
by retirements, promotions, accidents, deaths, etc. And moreover, 
forecasting required trained employees, when introducing new equipments 
and machines, and for other new openings. 
Training is the second important activity that comprises of the major 
part of HRD procedure. It is a continuous process through which 
employees' abilities are improved to perform assigned job effectively and 
also getting ready for future advancement. Training refers to the 
"organization's efforts to improve an individuals' ability to perform a job 
or organizational roles" (Dunn and Stephens, 1972). 
According to Koleker (1993) Training is a prerequisite to improve 
performance and Preparing the human resource for new jobs, transfers, 
promotions, and change-over to modem technology and equipment. 
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Skill, Knowledge, competency, and attitude do not remain forever. 
It deteriorates with the passage of time. Although in today's high-tech work 
environment, manually operated machines / equipments are being fastly 
replaced by modem computerized ones ' . Such conditions force the 
management to keep employees (both old and new) well equipped v^ath 
the new Skills, Knowledgeable, talented and the attitude of facing stiff 
competition at global market. Training is the best procedure through which 
all these activities can be performed. According to an industry report 
(1993) U.S. organizations as a whole, with 100 or more employees 
approximately spent $48 billion in a year on formal training for 47.2 
million workers. One of the U.S. organization (Xerox) alone spends over 
$300 million per year on training and retraining its employees (Szabo, 
1993). Number of Indian organizations also spend a good amount for 
giving training to their employees across hierarchical levels. 
With regard to training, there are evidences that if it is properly 
planned, conducted and evaluated then it significantly contribute i n -
improving organizational effectiveness, performance; enhancing 
organizat ional productivity and profitability; reducing wastage, 
absenteeism, turnover and accident rates; increasing morale, trust, 
commitment, flexibility, and providing better promotional prospects and 
greater job security (Roa and Abraham, 1986; Durra, 1990;Goss and 
Jones, 1992; Ashton and Green, 1994; Storey, 1995; Gani and Rainayee, 
1996) 
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Apprais ing employees ' performance is an essential HRD 
mechanism. It is an important task in the hands of superiors or HRD 
personals to assess their subordinates. The effectiveness of any 
organizations' future plan and prospects generally depends upon the correct 
available information about its employees' potentials, and weaknesses and 
only then the correct remedial measures can be under taken to correct 
weakness and maintain potentials or strengths. For example, once the 
contents are identified, it may become easy to select different kinds of 
remedial measures like counseling, training, transfer etc. to help employees 
to overcome weaknesses and become more adjective and effective in his 
/ her job. Performance appraisal is the process by which an employee's 
relative worth or ability with respect to his / her assigned job in the 
organization can be judged, hence, highlight strength and weaknesses. It 
also helps in decision-making process pertaining to organization's personal 
functions, such as transfer, promotion, pay increase , bonus, lay-offs, etc. 
Organizations differ in their objective with regard to appraisal, 
however, according to Koleker (1993) there are some of the common 
purposes v/hich are: to evaluate the results and plan for the better 
performance, determine the basis for promotion, self improvement of 
employees, ascertaining the employee's difficulties on the job, identifying 
the men with the potential to man the positions in the future, develop the 
personalities of the individuals, identifying the training need, and 
improving performance on the job. 
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Having given the description of important H R D activities like 
forecasting human resource needs, training, and employees ' appraisal 
mechanism to assure uninterrupted organizational task through the skill 
development programmes, it is necessary to point out that HRD activities 
are not limited to these functions but other measures are also highly 
significant to enhance motivation and will to work by developing such a 
culture wiiere flexibility, competition, cooperation, recognition, etc. do play 
a crucial role in the maximum will to utilize resources by employees them-
selves. 
Cutting short to our discussion with regard to HRD-activities, it is 
to say that it is a philosophy, a strategy, and an approach to enhance and 
maintain organizational eflFectiveness through the management of human 
resources. Emerging organizations around the world have a strong belief 
in the HRD philosophy and utilize it as a strategy to build the organi2:ations 
more affective in efficiency, employees' satisfaction, consumer satisfaction, 
and at large it has its global significant impact in-and out-s ide the 
organizational functions. 
PERCEIVED UPWARD MOBILITY 
Another independent variable which is of our concern is that of 
"perceived upward-mobili ty". It is human nature that wherever they are, 
they want to grow, hence , companies or o rganiza t ions are not the 
exception. In organizations where people work, they aspire for 'upward-
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mobility' or promotion. Employees do not desire to receive one promotion 
in job - life - time, but it is an unending continuous aspiration that comes 
to an end only after retirement. 
In view of such human nature, organizations usually have very 
rational strategy for awarding promotions to their employees which 
sometimes become the greatest source of motivation for productive 
efficiency to be in the same company / organization etc. The 'upward 
mobility' may take either of the following forms, or both on same 
occasions: 
(i) - Salary progression 
(ii) — Career progression 
Here, we are especially concerned to the career progression that 
involves salary progression too. 
Management polices and practices concerning employees ' 
advancement and grovsith at work contribute significantly to the employees' 
motivation and satisfaction with the job he / she performs. Greater the 
chance of upward that mobility in the organization higher the employee's 
involvement is likely. It is an important intrinsic motivator concerning 
individuals' personal and social aspect of life. Upward-mobility boosts up 
both economic as well as social advancement. It is a process in which an 
employee fi-om his / her current job is elevated to the higher one that 
generally guarantees higher salary, respect and responsibilities. Monappa 
and Saiyadain (1979) viewed that promotion is an upward reassignment 
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of an individual in an organization's hierarchy accompanied by increased 
responsibilities, enhanced status, and usually with increased income. 
Mamoria (1987) describes promotion as an upward advancement of an 
employee in an organization to another job which commands better pay / 
wages, better status / prestige, and higher opportunities / challenges, 
responsibility and authority, better working environment, hours of work 
and facilities, and a higher rank. 
Rudrabasavaray (1967) suggests that promotion is a kind of 
recognition of a job well done by an employee, it is a kind of reward to 
an employee for his years of service to the company, increases individual's 
effectiveness and promotes a sense of job satisfaction in the employee. 
Usually, in every organization vacancies occur due to retirement, 
deaths, and expansion of organization which are filled either by direct 
external recruitment or by internal recruitment. The internal recruitment 
involves upgrading employees from their assigned job to higher jobs that 
involves more responsibility, higher status, and increased pay /salary. This 
internal recruitment is the best way of increasing employees' loyalty 
towards the organization and thereby, increasing the v/ork performance 
and commitment to the organization. 
The basic purpose of upward mobility is to provide employees better 
chances for utilizing their abilities, skills, knowledge that can benefit to 
the organization as well as to help fulfill employees their own goals. It 
also helps in enhancing morale, loyalty and a sense of belongingness on 
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the part of employees. 
Employees' perception about the promotional policies and the 
chance for attaining higher positions in the organization has a significant 
effect on employees' commitment towards the organization (Gaertner and 
Nellen, 1989). 
It is witnessed from the scores of empirical evidence that upward 
mobility is one of the significant dimensions leading to enhance 
motivation, satisfaction, commitment, and individual productive 
performance in the work situation. 
Having given the detailed description of the dependent variables 
viz., QWL and Organizational Commitment as well as of the independent 
variables namely, HRD Activities and Perceived Upward-Mobility, it has 
now become very clear the functional importance of the above mentioned 
independent variables in influencing the dependent variables. It is again 
imperative to enumerate the objective of the present endeavour. The 
objective itself is very clear from the research problem which was aimed 
to study employees' QWL and their Organizational Commitment as a 
function of HRD Activities and Perceived Upw^ard-Mobility. The findings 
of the study would also be having great relevance in planning and 
developing strategies conducive to employees' pro-organization activities 
leading to heighten organizational effectiveness. With these words, the 
present chapter is being concluded and at length, it is to say that this is 
the era of high competition where specially HRD activities are playing 
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significant role for enhancing organizational effectiveness leading to 
profitability, hence, the present study is of great value for those 
organizations who believe in the philosophy and approach of total quality 
management (TQM) i.e., by extending good services to there organization 
inmates and the consumers outside the organization. 
Chapter - II 
In the preceding Chapter -I detailed discussion about the meaning and 
concepts of different dependent and independent variables were presented. 
The present chapter is aimed to describe and discuss the available research 
studies and theoretical papers, which are directly or indirectly related to 
different variables concerned to the present study. The presentation of the 
variable-wise survey of literature will follow the same sequence vviiich was 
adopted in chapter-I describing the concept and meaning of each dependent 
variables and then of independent variables. Hence, the studies related to 
different variables follows: 
Q W L Studies: 
Quality of work life (QWL) is one of the dependent variable in this 
piece of research work and it is evident from the history that direct studies 
on QWL started pouring-in after the first paper presentation by Davis in 
1972 at Arden House,US and thereafter, there was a greater pressure on 
QWL studies as organizations increasingly adopting the philosophy of 
making the men happy at work for enhancing their motivation and will 
to work. 
The strategy of Q W L for enhancing efficiency is not a recent 
approach. Earlier, the terms like job-enlargement and job-eru-ichment had 
emerged in the same chronological order as the strategies to minimize 
monotony, enhance job motivation and work satisfaction. There have been 
a lot of studies on Q W L and these studies have been generally in relation 
to job satisfection, organizational climate, and physical working conditions. 
Pestonjee in 1973 on the basis of empirical study reported that 
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supportive organization to be positively related to workers' morale and job 
satisfaction. In similar study conducted by Schneider and snyder (1975), it 
was found that climate and satisfaction are positively correlated and almost 
the same result was reported by LafoUette and Sims (1975) that organizational 
climate and organizational practices are related to job satisfection. 
Blakrishnan (1976) examined the relative importance of physical, social, 
security, financial, achievement, responsibility, recognition, and growth factors 
of industrial employees. The finding revealed that financial and physical 
working conditions were very important comparative to other factors. Workers 
were found to be above physical and safety needs and were somewhere 
between social and ego needs. 
Indirasen (1977) investigated 158 engineering teachers. The results 
revealed that positive attitude towards the supervisors (Heads) lead to high 
satisfaction. Considerate supervisors (Heads) with high initiative 
contributed to the perception of job satisfaction among engineering 
teachers . 
Taylor (1977) suggested usefulness of job satisfaction measures in 
assessing job characteristics in improving QWL is problematic . 
Paradoxically the high and stable levels of job satisfaction can not explain 
the frustration and alienation in the organization. This leads to the notion 
that employees' participation in the action researches on QWL may itself 
reduce their finstration and feeling of alienation . 
Hackman et al (1978) propounded that the job can be redesigned to 
have the attributes desu-ed by the people and organization, and also to have 
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the environment desired by the people. This approach seeks to improve the 
quality of working life. 
Ra jappa ( 1 9 7 8 ) found in h i s s tudy, t ha t o r g a n i z a t i o n s wi th 
achievement-oriented climate were highly productive organizations. 
Kumar and Bohra (1979) in their study on the relationship between 
e m p l o y e e s ' j o b sa t i s fac t ion and the i r p e r c e p t i o n abou t e x i s t i n g 
organizational climate. The result showed that perceived organizational 
climate significantly effect worker ' s j o b satisfaction. The employees 
perceiving existing organizational climate as democrat ic were found to 
be h i g h l y sa t i s f i ed with the j o b c o m p a r e d t o t h o s e p e r c e i v i n g 
organizational climate as autocratic or undecided. 
Sayeed and Sinha (1981) examined the relationship between Q W L 
dimensions, job satisfaction and performance measures on the two groups 
of samples working in high QWL and low Q W L organizations (N=90). 
The result revealed that QWL dimensions are related to job satisfaction 
in both the types of organizations. A comparison between high and low^ 
QWL organization further indicated systematic variation in the correlation 
pattern i.e., organization with low Q W L tended to yield comparatively 
better relationship betv^een QWL dimensions and performance measures 
than the organization with high QWL. 
Oldham and Rotchford (1983) collected data on 114 full-time office 
employees from 19 offices of a large university to find out the relationship 
between objective office characteristics (physical working conditions) and 
several measures of employees' reactions. Results indicated that each of 
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the office characteristic was related significantly to one or more of the 
employees' reaction measures. Moreover, office characteristics affected 
several employees' reactions through their impact on the intervening 
variables. 
Ambrosini (1983) while reviewing the literature on QWL found the 
decline of work centered approach and the growth of interest in the 
relationship between work and non-work sphere. The prime perspective 
adopted during I960 and 1970 are summarized, citing the emphasis on 
organizational and socio-technical studies of post Taylorist labour 
transformation; the emergence of the concept of subjective work 
experience then documented stressing the importance of the time 
dimensions and work flexibility as determinant of QWL. 
Sharma (1983) surveyed 50 industrial organizations to determine 
the importance of organizational climate for employees' motivation and 
satisfaction at work. It was observed that the work related facets like 
grievance handling, recognition, opportunities for growth and development 
and participative management were important factors determining healthy 
organizational climate, which in turn, enhance work motivation and 
satisfaction of the job incumbents. 
Singh (1983) made an attempt to improve QWL by recognizing 
work and eliminating split-up goals and, thereby, made work satisfying 
and productive. Singhal (1983) emphasized on the ofif-the-job quality of 
life where it is pointed out that quality of working life will be meaningful 
only if the people working in organization live a happy and healthy life in 
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the society. The economic, famiHal and heahh related aspects to which 
employees are exposed as member of a larger society are significant factors 
that influence their QWL experience. Singhal also made a point that QWL 
is a time and situation bound concept that requires constant revisions and 
modifications as psycho-socio and organizational contents change over 
time. 
Schlesinger and Oshry (1984) suggested that QWL measures must 
be very closely monitored. They emphasized on the basis of their study 
that QWL activities create far the professional roles of middle level 
managers. QWL activities may indicate the problems that middle managers 
already face, viz., recognition, lack of influence, and hectic work place. 
It is argued that organizational changes adopted as part of QWL effort 
must be linked to the existing structure and system. Means must be 
provided for middle managers to discuss concern, share problems, and 
develop skill in the organization. 
Hartenstein et al. (1984) enumerated that for QWL measures to be 
successful, management and labour must have share-values. Without such 
values, managers are often authoritarian and deny workers sense of 
involvement, responsibility and autonomy, resulting in the workers lack 
of commitment and low productivity. 
Kombluh (1984) suggested that the concept of increasing workers' 
participation in decision making is appearing more often on the labour 
management agenda as a strategy to enhance employees' QWL. The 
reason for management interest include the need for (1) increasing 
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productivity and quality; (2) improving the QWL for the new workers who 
are educated and have good work ethics, but are aHenated and unmotivated 
under current management practices; and (3) meeting foreign competition. 
Levine et al. (1984) made an attempt to develop a definition and 
measure of QWL in a specific case setting. 64 employees from a large 
insurance company constituted the Delphi Panel engaged in defining 
QWL. A 34- item QWL questionnaire was developed from that 
definition. This was later on tested with 450 employees of the company. 
Results identified 7 predictors of QWL, four of which extend beyond 
specific job content. The seven predictors were: (1) degree to which 
supervisors show respect and have confidence in the employee's abilities, 
(2) variety in a daily work routine, (3) work challenges, (4) degree to which 
present work leads to good future work opportunities, (5) self-esteem, 
(6) extent to which life outside the work affects work, and (7) the extent 
to which work contributes to the society. 
A study conduct by Sekaran (1985) on bank employees to find out 
the nature of QWL revealed that QWL in bank is not high. The reason 
for the low QWL was attributed to the external environment (Govt, and 
the union interference) facing the banks. Findings of the study suggest 
to the government to formulate broad policies, provide autonomy in 
designing the jobs and recruitment of right people, and performance based 
reward system are also found most likely instrumental in enhancing 
employees' QWL. 
Braun (1985) presented a paper at the annual meeting of the Rural 
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Sociological Society in which he propounded some important suggestions 
regarding Q W L programmes and industrial justice. According to him, 
currently, Q W L programmes tend to exist only to increased physical 
productivity, never to decrease it for the benefit of increased workers ' 
happiness. To properly judge true productivity based on industrial justice, 
there must be a great societal and workers ' voice on how productivity is 
defined. Small benefits to the company at great costs to workers and to 
society at large are to be avo ided . Such cos t s i n c l u d e s p e e d - u p , 
discrimination, reduction in work freedom through increased setting of 
standards, lack of flexibility in setting up and enforcing standards, pseudo-
careerism, and defining out of existence of unskilled work that had served 
as a social buffer to provide j o b s for anyone , no mat te r wha t his 
experience. Industrial justice requires that workers be allowed to produce 
with an average rather than an extraordinary amount of effort, and that 
they have the right to demand sympathy on occasions. 
Braun ' s contention seems to be highly important as the factors 
emphasized have real implications for experiencing Q W L in true sense. 
Hence, these factors must be necessarily taken up while making any QWL 
strategy. 
Graham (1985) investigated worker's support and rejection attitude 
towards Q W L programmes on the sample of shop floor workers. Result 
revealed that attitude towards QWL leads to four generalizations: (1) when 
workers obtain greater influence and respect in their relation with management 
they were likely support QWL; (2) where this greater influence enable them 
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to obtain changes in both job procedure and working condition, they are likely 
to continue their participation; (3) if QWL increases cooperation among 
workers, they will likely to support it, but if it increases competition they 
are likely to reject the programme; and (4) worker ' s support for a Q W L 
programme is likely to be maintained only if the power of the union in 
bargaining is not hindered . 
When QWL programme have such positive effects on these four 
sets of relations, worker ' s ability to obtain changes in the workplace to 
which they see as significant is increased and their support for more 
cooperative relation with management is most likely to be developed and 
maintained. 
Chakraborty (1986) while conducting research found that there are 
many organizational situations, which indicate the hidden realities of 
QWL. Hence, he further pointed that researchers are required to examine 
QWL in the light of new paradigm based on a study of Indian psycho-
philosophy oflfered from a strictly problem solving point of view and may 
have the relevance to educate practicing managers . 
Sinha (1986) enumerated that m o d e m workers demand jobs that 
satisfy their inner needs. In the light of the content and process theories 
of motivation, it is postulated that the popular way of determining Q W L 
is to measure the attitude that constitutes j o b satisfaction. Moreover, it is 
also suggested that the prospects of better Q W L in India have to take 
sociological, psychological and related context into account. 
Rao (1986) investigated the difference between quality of working of 
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men and women employees doing comparable work, and examined the 
effect of work on women .The result revealed that there were significant 
higher composite quality of working life scores for men than for women 
employees . Men employees had significantly higher scores for opportunity 
to learn their skills, challenge in job, and discretionary elements in works. 
The findings also advocated that age and income have positive impact on 
perceived QWL for women. Also Rao did not found significant correlation 
between quality of work life and tfie quality of life for the sample of women. 
Moreover, he also obtained no eflFect of education on QWL experiences. 
Keller (1987) studies the relative contribution of work and non-work 
variables on quality of work life among different ethic groups. The data 
comprised of 127 whites, 30 Hispanic, 33 Black Americans and 121 
Mexicans. The results indicate that there is no significant relationship 
between ethic group membership and QWL. Home life and family network 
variables accounted for more variance in QWL than did the work variables 
like job satisfaction, job stress, and job level 
Mehta (1987) conducted a study on the sample of senior central 
government officials and middle level officials serving in four states. The 
results indicate that greater the proximity to the development, the lower 
was the perceived QWL. The findings also revealed that remotest the 
officials fi-om developmental work, the more satisfied they were with their 
QWL. An interesting feature of the finding of this study was that 
departmental posting was also associated with perception of lower QWL 
than the secretariat posting. The perceived quality of work amenities 
t u 
which include housing, education for children, drinking water facilities 
and salary etc., gradually declined as one moved closer to development 
work. 
In one study conducted by Gupta and khandelwal (1988) positive 
significant relationship was found between Q W L and role efficacy. The 
findings also revealed that supervisory behaviour is the most important 
d imens ion of the Q W L , con t r ibu t ing 2 1 % of the v a r i a n c e in the 
employees' role eflBcacy. Supervisory role include general satisfaction with 
superv i sor ' s day-to-day behaviour , amount of c o m m u n i c a t i o n and 
listening, and appreciation of good work . 
Chakraborty (1989) suggested that quality of domestic life transmits 
its inevitable impact on the quality of home life so as to reduce the intensity 
of stress experienced in the context of work life. According to one forecast, 
by the end of 1990, more then 5 0 % of American children will belong to 
single parent or no parent category, is used by the author as a major 
element in the construction of emerging scenario of stress. H e warned the 
Indian to restrain fi-om the uncalled problems of these socio-cultured 
changes. It is also suggested that there exist reinforcing cycle of stresst 
both at home and in the workplace. 
Klitzman and Stellman (1989) examined the relationship between 
the physical ofiBce environment and psychological well be ing of office 
workers. The study was carried out on 1,830 non-managerial office workers. 
The resuh ravealed fliat adverse environmental condition, especially poor air 
quality, noise, ergonomic conditions, and lack of privacy are likely to affect 
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worker ' s satisfaction and mental health. Result also support that workers 
assessment of the physical environment is distinct from their assessment of 
general working conditions such as workload, decision making, attitude and 
relationship with other people at work. Findings also support to the position 
that stress generally people experience at work may be due the combination 
of factors including physical working conditions under which they work. 
Sharma (1989) on the basis of her investigation highlighted the 
importance of QWL and organization design as significant dimensions of 
organizational functioning. 
Sehgal and Rana (1990) investigated the correlation between gender 
and perception of QWL among managers. The results indicate that their 
exists sex difiference on the perception of quality of work life . 
Dhillon and Dandone (1990) carried out a study on managers of 
public and private sector banks. The findings showed significant difference 
in the Q W L variables related to job involvement in public and private 
sector banks. 
Mee Lin and Bain (1990) conducted a survey of literature to 
identify the relationship between Q W L programmes on organizational 
performance measures through a review of 27 studies on unionized firms. 
The impact of QWL programmes on organizational effectiveness (the 
performance of labour-management relations and the economic and non-
economic performance of the firms) was measured in these studies at 3 
levels: individual, group division/store and plant store / organization / 
industry. All studies found favorable attitudes of workers towards Q W L 
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programmes, and 7 of the 10 studies at the division level and at j ob 10 
macro level studies found a positive effect for Q W L programmes on 
productivity. At all the three levels employee participation measures and 
job redesign were the approaches of Q W L programmes were new most 
commonly implemented by both union and management . The studies 
showed mixed impact of QWL programmes on absenteeism, grievances, 
turnover, discipline, and labour relations. 
A h m a d (1991) inves t iga ted p e r c e i v e d Q W L in r e l a t i o n to 
organizational role stress among 156 middle level managers of public and 
private sectors. Results revealed that all the four dimensions of perceived 
Q W L viz., perceived influence at work, perceived amenities at work, 
perceived nature of job and perceived nature of supervisory behaviour 
were significantly but negatively related to most of the ten dimensions of 
organizational role stress. It was further observed that age and tenure were 
significantly correlated vAih perceived influence at v/ork and perceived 
amenities at work. 
Hav lov ic (1991) conducted a study to examine the hypothes is 
regarding the influence of QWL initiatives on human resource outcomes. 
The data was collected at the unionized Midwestern heavy manufacturing 
firm for the period between 1976 - 1986. The findings revealed that Q W L 
initiatives significantly reduce absenteeism, minor accidents, grievances, 
and quits. 
Fields and Thacker (1992) investigated the influence of Q W L on 
company and union commitment after the implementation of the joint 
49 
union management Q W L perceived the Q W L effort as successful , 
programme. Results indicated that company commitment emerged only 
when participant but union commitment increased irrespective of the 
perception of QWL success. 
Aston and Lavery (1993) found the poss ib le benef i t s of the 
Avorkplace experience for women in terms of rewards and concern intrinsic 
factors to the job , social support, and cynicism . The findings advocated 
that intrinsic factors were generally related to psychological well-being 
while extrinsic factors were most closely related to physical health. A 
cynical attitude was found to influence the value of work life or role, effects 
being particularly marked in the clerical group. 
Long (1993) examined the impact of n e w office in format ion 
technology on job quality of female and male employees. T h e results 
witnessed significant increase in job quality of both male and female 
employees subsequent to the introduction of computer izat ion, where , 
females experienced significantly larger increase than males. This occurred 
because clerical and secretarial employees exper ienced m u c h larger 
increase in job quality than did professional / technical employees or 
managerial employees. 
Karrier and Khurana (1996) examined the re la t ionships a m o n g 
Q W L and six back ground variables viz., age, educational qualification, 
experience, native / migrant , number of dependents, and income level 
and three motivational variables viz., satisfaction , j o b invo lvemen t , and 
work involvement of 491 managers from the publ ic , p r i va t e , and 
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cooperative sector industries . The findings of the study indicate that 
managers with higher motivation have higher Q W L perception. Moreover, 
the resuhs also advocate that educational qualification of the managers , 
size of the organizat ion, job invo lvement , and j o b satisfaction are 
significant predictors of QWL. 
Nasreen and Ansari (1997) conducted a study on supervisors and 
middle level manage r s to examine the in f luence of socio—psycho 
personality variables on QWL perceptions. The findings advocated that 
these variables failed to influence Q W L perceptions. Barkat and Ansari 
(1997) found significant influence of job tenure and number of promotions 
earned on perceived QWL . 
Venkalachalam et al. (1997) Suggested that productivity increased 
with the change adapted through increased Q W L percept ion of the 
employees , and also found several other factors—security, autonomy , 
equity of pay and rewards which help to enhance Q W L , satisfaction, 
involvement, working environment, and so on. Moreover, some findings 
show significant positive relationship between Q W L and organizational 
commitment. 
Lau and May (1998) examined h o w the perceived image of a 
company's Q W L will effect its market and financial performance . Growth 
and profitability of 2 groups of companies were compared based on sales 
growth, asset growth, return on equity, and return to assets. The results 
indicate that companies with high quality of work life can also enjoy 
exceptional growth and profitability. 
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Having expressed the available literature on Q W L , now, we 
are concerned to another important dependent variable viz., Organizational 
Commitment. Hence, the on-going description of survey of literature will 
pertain to the phenomenon of Organizational Commitment. 
Organizational Commitment Studies 
Bruning and Snyder (1983) investigated respondents sex and their 
employment position as predictors of organizational commitment. The data 
were collected from 583 employees of social service organization. Finding 
of the study failed to predict organizational commitment as a function of 
employees ' hierarchical position and sex difference. 
Gradelick and Farr (1983) made an effort to examine sex difference 
in organizational commitment and j o b involvement a long with issues 
pertaining to role conflicts, treatment on the job , and involvement in 
professional activities. The sample consisted of n = 440 men, and n — 447 
women who were randomly selected from various professional societies. 
Significant differences were found between men and women on the level 
of organizational commitment, their perception on the j o b t reatment and 
the extent of their role conflicts. However, no significant differences were 
o b s e r v e d be tween m e n and w o m e n on j o b i n v o l v e m e n t a n d on 
professional activity scales. 
Fukami and Larison (1984) tested parallel models of commitment 
to c o m p a n y and c o m m i t m e n t to un ion on a s a m p l e ( N = 114) of 
t ranspor ta t ion depar tment e m p l o y e e s of a un ion ized m e t r o p o l i t a n 
newspaper. The results revealed that an organizational commitment model 
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is less successful in predicting union commitment than company 
commitment. The most striking divergence occurred with respect to 
personal characteristics, which were significantly correlated with company 
commitment and were unrelated to union commitment. On the other hand 
the work experience variables related to supervisory relations and social 
involvement were significantly correlated with both union and company 
commitment. 
Werbel and Gould (1984) carried out a study on the sample of (N= 
209) registered nurses for testifying the hypothesis that tenure in the 
organization moderates the relationship between organizational 
commitment and turnover. The results revealed that there was no 
relationship between commitment and turnover with subjects who had 
been employed less than 1 year. More tenured subjects show inverse 
relationship between commitment and turnover. The author further 
suggests that initial organizational commitment is based more on 
unrealistic exceptions or post decisional justification than stable 
psychological attachments. 
Reichers (1986) studied 124 mental health professionals to identify 
the correlates of organizational commitment using multiple constituency 
frameworks. Conflict among multiple commitments and multiple 
commitment to several constituencies were correlated with global 
organizational commitment. Results revealed that the perceived conflicts 
between individual and managerial goal orientations are significantly 
associated with organizational commitment. Moreover, commitment to top 
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management's goals were positively associated with commitment to the 
organization. 
Williams and Hazer (1986) reviewed the models of commitment 
to identify the casual relationship between job satisfaction and 
organizational commitment and to identify the antecedents of these 
variables. Results support the relationship between personal/organizational 
characteristics and job satisfaction, and between satisfaction and 
commitment. Moreover, commitment was also found an important aspect 
of turnover. 
Clive Fullagar(1986) tested the stability and dimensionality of union 
commitment on the samples of black and white blue - collar workers(N 
=202). The results revealed no significant differences among black and 
white blue-collar sample in the dimensionality of union commitment. The 
finding clearly shows that in the present scenario of world of work racial 
differences are no more important in bringing about any change in the 
employees work related behavior but what is important is that of 
employees acculturation and socialization developing among them. Work 
values, will to work, and importance of work in social life is most likely 
instrumental in inducing commitment. 
Bhattachaiya and Verma (1986) studied 160 executives of Bharat 
Cooking Coal Ltd., Dhanbad. Obtained findings revea led that 
organizational commitment, need satisfaction, and managerial respect were 
significantly and positively related with job satisfaction both either 
independently or in conjunction thereof 
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In one of the significant study Allen and Meyer (1990) tested the 
aspect of a 3-component (affective-continuance-normative) mode l of 
organizational commitment that integrates various conceptual izat ions 
(affective attachment, perceived cost, and obligation). 593 non- unionized 
employees were approached for collecting data. The results revealed that 
the affective and continuance components of organizational commitment 
are empirically distinguishable constructs with different correlates. The 
affective and normative components, although distinguishable, appear to 
be some what related. 
Johnton et al. (1990) investigated how changes in key antecedents 
(leadership behaviour, role stress, and job satisfaction) influenced the 
development of commitment and how changes in commitment affected 
turnover intentions and behaviour. Results obtained from 102 sales- people 
suggest that role ambiguity and j o b satisfaction (but not l eadersh ip 
behaviour) is significant contributors to the development of organizational 
c o m m i t m e n t du r ing early e m p l o y m e n t . Moreover , o r g a n i z a t i o n a l 
commi tmen t inf luences tu rnover through its significant i m p a c t on 
propensity to leave. 
Randall et al. (1990) conducted a study to differentiate var iuos 
conceptual izat ions of organizational commitment to de t e rmine h o w 
employees feel commitment and express themselves in the plant, and to 
relate different conceptual izat ions of organizational c o m m i t m e n t to 
behavioural outcomes. Results of the study advocated that organizational 
commitment was typically expressed through behaviour that indicate 
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conce rn for quality, a sacrifice orientation, a wi l l ingness to share 
knowledge and presence in the workplace. 
Koslowsky 1990) investigated the relationship between higher level 
cler ical staff (n=63) and line police personals (n=144) on j o b and 
organiza t ional commitment . The findings revea led that line pol ice 
employees showed more job commitment than staff personal. 
Oliver (1990) investigated 120 workers in an employee - owned 
firm to examine the influence of employees' work values, demographic 
characteristics, and organizational rewards on their levels of organizational 
commi tmen t , involvement, identification, and loyalty. It was found fi-om 
the study that both organizational rewards and work values have significant 
relationship to commitment, however, demographic characteristics made 
little impact on levels of commitment. Moreover, Ss who showed strong 
participatory values exhibited relatively high commitment, whereas, those 
with strong instrumental values exhibited relatively lower commitment. 
Luthans et al. (1992) examined the relationship between the social 
support iveness climate and organizational commitment among bank 
employees (mean age 28.4years). Both qualitative and quantitative analysis 
indicated that supportive climat^^a^jk^^^ar, p?)si|ive; relationship with 
organizational commitment. '/^'^ ' o^<P^O , ^ | 
i ( Ace. No ^ '' 
Luthans et al. 's findings af fe^ke relevant in ihis^lftodem age where 
organizational goals can not be a t t a i n e d ^ t h a ^ ^ ' ^ e c t i v e co-ordinative 
activities, hence, supportive climate certainly seems to be an important 
aspect that significantly influence work related behaviour especially. 
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employees's commitment with work. 
Vandenberg and Scarpello (1994) examined the hypothesis that 
occupat ional commitment is a casual antecedent to o rgan iza t iona l 
commi tmen t . Based on (N==^100) management in format ion sys tem 
professionals the results support the hypothesis. 
Cohen and Gattiker (1994) reviewed 48 studies which examined 
the relatioship between actual income/pay satisfaction and organizational 
commitment across different structural settings. The findings revealed that 
a moderator effect related to type of occupation in the organizational 
commitment - income relationship and to sector (private Vs public) in 
the organizational commitment - pay satisfaction relationship. Moreover, 
evidence of the moderat ing effect of measurement of organizat ional 
commitment on pay satisfaction was found. 
Akthar and Doreen (1994) reassessed and reconceptual ized the 
mul t id imensional nature of organizat ional commi tment . D a t a w e r e 
collected fi-om N=259 employees working in three retail banks . They 
proposed the dimensions that include normative commitment, affective 
commitment, and volitive commitment. 
Angle and Lawsan (1994) investigated the relationship between 
employees commitment and performance. Results shows that link between 
organizational commitment and performance may depend on the extent 
to which motivation rather than ability underlies performance. Findings 
a l s o suppor t the d i s t i n c t i o n b e t w e e n affect ive and c o n t i n u a n c e 
commitment. 
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Zeffana (1994) surveyed 474 public and 944 private sector 
employees in Australia to examine the organizational commitment and 
perceived management style. Attachment to organization, flexibility and 
adoption , work discontinuity / change, tenure and number of employees 
were also assessed. Findings revealed that private sector employees had 
higher organizational commitment and scored high on flexibility, 
adaptation, and on workgroup discontinuity/ change than public sector 
employees. Tenure and supervision also had some effect on organizational 
commitment, but more so in terms of feelings of attachment to the 
organization ( for tenure) and in terms of feelings of attachment to the 
loyalty/citizenshipC for supervision). Variation in perceived management 
style was found to have a significant effect on employee commitment, but 
more so in terms of the degree of emphasis on flexibility and adoption 
that employees perceived. Organizational size shows moderate negative 
effect on organizational commitment, espacially in the private sector. 
Ben — Bakr et al. (1994) studied the predictive strength of job 
satisfaction , organizational commitment, value commitment and 
continuance commitment with respect to turnover among 422 employees 
working in Saudi Arabian organizations. The findings revealed that each 
of these variables predicted turnover significantly. On comparing with each 
other organizational commitment correlated significantly with turnover 
more than job satisfaction whereas, value commitment and continuance 
commitment were not as strong in their prediction as expected. 
Christopher (1994) examined the perceived political climate. 
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organizational commitment, and job satisfaction of 119 employees of a 
financial services firm. Their Status or level in the firm was rated by the 
firm's personal manager. The results indicated that employees' level or 
Status moderated the relationship among political climate, commitment 
and satisfaction. 
Mishra et al. (1995) assessed the extend to wiiich technical and non-
technical employees of a public sector perceive work environment and 
organizational commitment in the organization. The results indicate no 
difference between technical and non- technical employees on their 
perception of organization commitment and work environment. 
Martin and Hafar (1995) conducted a study on (N=480) full time 
and part-time employees to asses how multiplicative interaction of job 
involvement and organizational commitment predict turnover intention 
differently. Findings revealed that full-time Vs part-time employment status 
to be the significant predictor of turnover intentions. Employees exhibiting 
low organizational commitment & involvement showed higher turnover 
intentions. 
Somer's (1995) examined the relationship between affective, 
continuance and normative conunitments and employees' retention and 
absenteeism. The analysis of the data revealed that affective commitment 
emerged as a sole predictor of turnover and absenteeism, whereas, affective 
commitment in conjuction with normative commitment was found 
positively related to intention to remain. Normative commitment in its 
individual effect was found only related to withdrawal intentions. 
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Continuance commitment interacted with affective commitment in 
predicting absences and intention to remain. 
Cohen (1995) studied the relationship between forms of work 
commitment (eg. Organizational commitment. Job involvement, Protestant 
work ethic) and non work domains among 238 nurses in Canadian 
hospitals. The results suggested that non-work domains effect all work 
commitment forms, especially organizational commitment. Organizational 
support of non-work domains was found afiFecting most forms of work 
conmiitment. 
Lowe and Vodanovich (1995) attempted to examine the effect of 
distributive (outcome) and procedural factors on the satisfaction and 
organizational commitment. Results shov/ed that aspects of distributive 
(outcome) were stronger predictors of satisfaction and conunitment than 
were aspects of procedure. Neither fairness nor level of outcome 
consistently interacted with procedursd justice. 
Becker et al. (^1995) examined the relative ability of the 
multidimensional view of commitment and the theory of reasoned action 
to explain employee intentions and to predict their work behaviour. 112 
employees were assessed by their managers 2 months after completion 
of the survey. Results revealed that variables in the theory of reasoned 
action were superior to commitment variables in explaining employees' 
intentions to be ptmctual and to engage in altruistic acts. However, the 
theory of reasoned action did not explain unique variance in their volitional 
behaviour (altruism) or in less volitional behaviour (tardiness). Further, 
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foci and bases of employee commitment accounted for significant variance 
in both behaviours, and explained variance in both behaviours over and 
above theory of reasoned action variables. 
Brett et al. (1995) examined the role of employees' financial 
requ i rements as a moderator of the relat ionship between their 
organizational conmiitment and performance. The results indicate stronger 
relationships between organizational commitment and performance of 
those with low financial requirements than for those with high 
requirements. 
Hutchinson et al. (1998) investigated the effects of leader behaviuor 
and leader gender on employee's perception of support from the 
organization and employee's commitment with the organization. 91 
employees completed a survey. Results highlighted that high interpersonal 
orientation and high task orientation had the most positive effect on 
employee's attitudes. However, the higher interpersonal orientation and 
higher task orientation were not equally effective for both female and male 
leaders. Employees perceived more support fi-om the organization when 
their supervisors, either female or male used a high consideration, high 
initiating structure style than wiien they used a low consideration — low 
initiating structure style. It is also reported that only those employees who 
worked for male supervisors, wiio were high in consideration and high in 
initiating style were more committed to the organization. 
Meyer and Schoorman (1998) in their study examined the value of 
March and Semon's (1958) motivational fi-amework in classifying the 
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relationships between commitment antecedents and the 2 commitment 
dimensions. The data was collected on 146 employees (aged 20 — 65yrs.) 
from a large financial organization. Findings revealed that the differential 
antecedents of these 2 commitment dimensions were consistent with the 
March and Simon's framework. Using a 2- dimensional organizational 
commitment questionnaire of Meyer and Schoorman (1992) organization 
tenure, retirement benefits, education, and age were more highly correlated 
with continuance commitment, while felt participation, perceived prestige, 
job involvement, and role ambiguity were more highly correlated with 
value commitment. 
In one another study, Meyer et al. (1998) examined the hypothesis 
that influence of early work experiences on organizational commitment 
would be moderated by the value employees place on those experiences. 
Work values were measured in 2 samples of recent university graduates 
prior to organizational entry, and measure of commensurate work 
experiences and 3 forms of commitment (afifective, continuance and 
normative) on different occasions following entry were obtained. The 
findings revealed that values and experiences did interact in predicting 
affective commitment and normative commitment but the nature of the 
interact ion was different for different vvork values/ experience 
combinations. Moreover, the findings provide some challenge to the 
common-sense assumption that positive work experience will have the 
strongest effect on commitment among those who must value such 
experiences. 
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Sagia (1998) studied conunitment as a function of absenteeism. He 
tested the hypothesis that voluntary as opposed to involuntary absenteeism 
can be predicted by organizational commitment, j ob satisfaction, and their 
interactive efifects. Secondly, that intention to quit was expected to predict 
voluntary absenteeism as well. A result supported to the first hypothesis, 
whereas, the intention to quit was not significantly related to either type 
of absence. 
Cohen (1998) examined the relationship between work commitment 
forms (e.g., organizational commitment, j ob involvement, occupational 
commitment , work involvement, and Protestant work ethic) and work 
outcomes (e.g., withdrawal intentions from the organization, j ob and 
occupation, absenteeism, perceived performance, job-induced tension) 
among 238 hospital nurses (mean age 38.6yrs) in 2 hospitals in Western 
Canada. The findings showed the usefulness of work commitment in 
predicting work outcomes in the nursing profession. This support was 
based on the mutual effect of more than one commitment on organization 
and j o b wi thdrawal intentions and on organization and j o b induced 
tensions. The findings also emphasized the importance of occupational 
commitment as a predictor of work outcomes of nurses. Moreover, no 
r e l a t i onsh ip w a s found between j o b invo lvemen t and wi thdrawal 
intentions. 
One of the very important study conducted by Tyosvold et a/.(1998) 
on C h i n e s e and Japanese emp loyees of a Japanese mul t ina t iona l 
organiza t ion operat ing in Hong K o n g found that cooperat ive goals 
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contributed to open discussion between employees, which resulted in 
productive work and stronger work relationships, which in turn led 
employees to feel committed. 
Young et al. (1998) examined the hypothesis that among blue-collar 
employees commitment should be more closely related to extrinsic rewards 
than to intrinsic factors. The sample consisted of 64 public service 
employees working in a waste water and sanitation department. The results 
indicated positive and significant relationship of organizational 
commi tmen t with promotion, satisfaction, j ob character is t ics , 
communication, leadership satisfaction, job satisfaction, extrinsic 
exchange, intrinsic exchange, extrinsic and intrinsic rewards. However, 
pay satisfaction did not correlate significantly with commitment contrary 
to hypothesis, whereas, both extrinsic and intrinsic rewards were equally 
found predictive to commitment. The author submits that these findings 
are not worthy because they suggest that intrinsic rewards are important 
for public service employees, members of a relatively understood 
population. 
Harrison and Hubbard (1998) conducted a study to examine the 
commitment levels among Mexican employees in the US firm along with 
potential antecedents to their commitment, j ob characterist ics, 
organizational characteristics, and work experiences. Results indicate that 
job satisfaction, participative decision-making, and age was predictive of 
organizational commitment. Leader behaviour and tenure was found to 
be significantly correlated with commitment, where as perceived 
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organizational effectiveness tends to be correlated with commitment. 
Cannon (1998) Surveyed 300 hotel employees ranging from entry 
level, hourly workers to managerial levels to analyze the concept of 
organizational commitment as related to personal interference that conflict 
with work. The findings showed inverse relation between organization 
commitment and certain type of work interference, specifically child care 
and medical problems. 
Pa te l ( 1 9 9 8 ) s t u d i e d t he r e l a t ionsh ip b e t w e e n p e r c e i v e d 
organiza t iona l hea l th and organiza t ional commi tmen t a m o n g 100 
employees taken from a private sector manufacturing organizat ion. 
Findings of the study showed significant positive correlation between over-
all organizational health and organizational commitment. Skilled staff 
perceived more favorably the over-all health of their organization and were 
also more committed to the organization than to their counterpart workers. 
Further, in case of skilled stafif, high organizational health perceivers were 
found to have better perceived organizational commitment than low 
oiganizational health perceivers. 
Venkatachalam (1998) made an attempt to explore various related 
aspects in the literature on organizational commitment, with special 
emphasis on the concept, definitions and approaches, folloNved by the 
literature on individual and organizational characteristics of organizational 
commitment. He reported that several empirical studies revealed that there 
is a strong relationship between the demographic variables (age, sex, pay. 
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job tenure) and organizational commitment whereas, education showed 
negative relationship with organizational commitment. The research also 
showed that the work values, rewards, motivation, culture, organizational 
climate, etc., are the principle determinants of organizational commitment. 
Further there are research evidences that the turnover, absenteeism, job 
satisfaction, job involvement, job tension, job role, autonomy, personality 
factors, workers characteristics, and role conflict are certain outcomes of 
organizational commitment. 
Anis and Ansari (1998) put forth their study to investigate 
organizational commitment among flour-mill employees (blue-collar) and 
the flour-mill owners. The results revealed that although both the groups 
experience organizational commitment favorably but blue-collar employees 
were found to be comparatively more prone to higher degree of 
organizational commitment than owner of the flour mills. 
Pattanayak et al. (1999) examined the nature of organizational 
commitment among 240 employees (half of the respondents were 
executives and second half non - executives) working in the Rourkela Steel 
Plant (India). ANOVA revealed that there exists significant difference 
between executives and non-executives on organizational commitment. 
Executives were found to be more committed than non-executives. Further 
employees in the service units found to have more perceived organizational 
commitment than production line employees. 
Abdulla and Shaw (1999) investigated the role of personal 
characteristics (nationality, gender, marital status, education, age, salary. 
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tenure) in organizational commitment. The questionnaires were 
administered on 147 employees of the Ministry of health in the UAE. The 
results revealed that significant relationship exists between personal 
characteristics and commitment. Gender, marital status, and branch 
assignment were the strongest predictors of continuance commitment. 
Marital status, age, and tenure were the strongest predictors of effective 
commitment . Nationali ty interacts significantly with pe r sona l 
characteristics in predicting continuance and affective conmiitment. 
Having given comprehensive details of survey of literature 
pertaining to QWL and commitment at work it is warranted to mention 
the studies related to various aspects of HRD-activities and Upward 
Mobility. As have already been mentioned earlier that in this larger 
research endeavour QWL and Organizational Commitment are the 
dependent variables vviiereas, HRD-activities and Upward Mobility aspects 
are the independent variables, hence, highlighting the literature pertaining 
to independent variables are also inevitably important. 
HRD Related Studies 
Before discussing the available studies on HRD-activities it is 
imperative to mention here that HRD activities in an organization has a 
wider scope and so far as HRD activities are concerned it is to say that 
all activities harnessing and accelerating human working capabilities and 
capacities are being undertaken to enhance organizational effectiveness 
may be conveniently covered under HRD-activities. Therefore, HRD 
activities related literature will reflect such aspects. The literature on HRD 
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activities follows: 
In an eflfort Mitchell et al. examined the impact of participation in 
a quality circle (QC) programme on employees ' quality of work life 
(QWL) attitudes and on productivity and absenteeism behaviours. Before 
and after implementat ion of QC p r o g r a m m e s , ques t ionnai res were 
administered on the sample of 92 employees. The results showed a positive 
r e l a t ionsh ip b e t w e e n QC par t i c ipa t ion a n d c h a n g e in Q W L . Q C 
involvement acted more to provide social support to bufifer participants 
from negative contextual factors than to enhance Q W L . Organizational 
records were assessed from 6 months before to 24 months after adaptation 
of the QC program that showed QC participation led to improvements in 
employees' productivity and to reduce absenteeism rates. 
Metchell et al. 's study reflects QC programme as HRD intervention 
for improving employees QWL and productivity and having reversed but 
healthy impact on absenteeism. Koys (1988) tested the hypothesis that 
whether 37 selected human resource management (HRM) activities were 
perceived by 88 full - time professional employees as motivated by a 
desire to treat employees fairly; a t t r ac t / r e ta in e m p l o y e e s ; m o t i v e 
performance; or comply with the law of particular interest was a positive 
associa t ion be tween perce ived m o t i v a t i o n a n d S 's o rgan iza t iona l 
c o m m i t m e n t . Resu l t s suppor t the h y p o t h e s i s t ha t an e m p l o y e e ' s 
organizational commitment is positively associated with the perception that 
HRM activities are performed to enhance and maintain justice and fairness. 
The perception that H R M activities are per formed to attract / retain 
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individual was positively related to employee's organizational commitment. 
Glaser and Eynde (1989) suggested four strategies an organization 
can adopt to move towards a participative management style: the "top 
down" approach (a role modeling approach); the "internal" approach in 
which the starting point to participative management begins with a middle 
manager: the "joint labour management" approach; and the "bottom up" 
approach, involving formation of work structures and problem—solving 
processes that g ive employees the means to communica t e 
recommendations for organizational improvements. 
Sing (1989) designed a study to identify the variables that affect 
managerial success. Data were collected on 324 managers (aged 27 -
58yrs.). Criteria for managerial success were number of promotions, career 
progress, and length of service. Results revealed that successful managers 
tend to be intelligent, reserved, placid, radical, relaxed, power oriented, 
younger, and better educated. Seven factors associated wdth managerial 
success emerged— emotional stability, intrinsic values , anxiety, 
introversion Vs achievement, and conservation Vs radicalism. 
Ansari et al. s(1989) carried out two studies. One study examined 
the leader's use of influence strategies. Ss were 88 2""* year engineering 
majors. Subordinate performance showed significant influence of 2 of the 
9 influence strategies, where as climate had little or no impact on any of 
the strategy. In the second study 88 P'year majors were studied to examine 
the role of subordinate performance and leader member relationships on 
leader's use of influence strategies. Findings showed that the use of 
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strategies were the function of the interaction between subordinate 
performance and leader-member relationships. 
Singh (1989) argues that top management should examine the 
managerial culture of the group and the organization before introducing 
change through human resource development (HRD) interventions. Singh 
wiiile analyzing 176 managers of Indian organizations identified significant 
differences in the dimensions of culture among managerial groups 
categorized by sectors (international, public, and private), education and 
age. Moreover, Singh classified HRD interventions into three families and 
recommended the family of HRD interventions most suited to different 
cultural groups. 
Kumara and Koichi (1989) tested the hypothesis that supportive 
supervision and co-worker 's social support posit ively affects the 
employees' satisfaction with the work climate. Responses of 126 
employees were analyzed that support the hypothesis. Also a significant 
interaction effect between supportive supervision and job awareness was 
obtained. This interaction suggests that supportive supervision was very 
important in increasing job satisfaction when workers had low level of 
job awareness. 
Snell (1992) in his study examined the relationship between strategic 
context, (viewed in terms of product market variation, work flow 
integration and firm size) and executive use of human resource 
management system including input behavior and out put controls. The 
results revealed that positive relationship exists between product market 
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variation and the use of behaviour control, mediated by the presence of 
manager's knowledge of cause-effect relations and the crystallization of 
standards of desirable performance. However, negative relationship was 
found between workflow and integration, and behaviour and output, 
mediated by crystallization of performance standards, and a positive 
relationship between firm size and input control that were independent 
of administrative information. 
Zeffane and Macdonald (1993) conducted a survey on 1300 
employees of the Australian telecommunication industry to explore the 
importance of various aspects of organizational changes, uncertainty, 
participation, and alienation in the work context. Results argued that 
organizational change, participation, and uncertainty have a significant 
bearing on the feelings of individual's level of alienation. They also noted 
that there is a significant impact of participation — in both routine and 
specially, strategic decisions — on these feelings. Moreover, findings 
indicate that perceived change relates to experience uncertainties, resulting 
in alienation. Perception of change may encompass knowledge of change, 
which in turn relates to clarities/ambiguities about organizational 
outcomes. 
Mohan (1993) examined the effect of intensive human resource 
development (HRD) training on the leadership style and effectiveness by 
administrating a questionnaire both prior and after training. Results 
revealed the significant difference between prior and after mean scores. 
Further the highest scores were obtained in the participative style and the 
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least on the delegating style. The most pronounced change was observed 
in leadership effectiveness. 
Radha and Anantharaman (1994) surveyed 205 quality circle (QC) 
members and 185 non-members to make a comparison of outcomes 
among the three classes viz., individual, group and organizational. Results 
revealed that QC process had a significant impact on key individual and 
group outcomes. However, analysis of performance appraisal data did not 
reveal any significant impact of QCs on the job performance index (an 
organizational outcome) but on the variable " intention to turnover" (a 
behaviour based organizational outcome), the results emerged significant. 
Guest, (1994) in his theoretical paper focussed on the development 
and application of the concept of human resource management (HRM) 
an important source of growth for occupational psychology. The author 
viewed that the growth of HRM can be attributed to the gro%vth of 
competition in the market place, dissatisfaction with traditional personal 
management and the advance made by occupational psychology and 
organizational behaviour in knowledge, theory and applied techniques. The 
4-elements of HRM model have been presented , viz. Policies and 
practices, human resources goals, positive organizational outcomes, and 
a supportive organizational leadership and culture. 
Christoper (1994) examined the effect of exchange ideology on the 
relationship between perceived organizational support and job performance 
of 129 white employees at South Afi-ican financial firm. The findings 
revealed that exchange ideology moderated the relationship between 
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perceived organizational support and efifort but not the relationship between 
perceived organizational support and job performance. 
Hall and Hall (1995) presented a decision model that offers a 
systematic way to evaluate a firm's growth strategy in the light of human 
resource implications. The assessment was organized as a series of 
questions and includes an evaluation of employee's knowledge, skills and 
abilities coupled with their motivation. They suggested that growth 
expectations that are not matched to the industry and to competitive 
conditions should be adjusted for enhancing motivation. 
Shikdar and Das (1995) explored an industrial field study on 48-
employees of fish processing plant to improve workers productivity (WP) 
through various interventions in a repetitive production task performed 
under ergonomic working conditions. Results suggested that work 
performance improved most as a result of participative standard -setting 
with feedback and monetary incentives. In general, standard-setting with 
feedback and with or without monetary incentives improved worker 
performance. Performance without intervention was far below the normal 
standard. They suggested that under good working conditions, challenge 
and incentive may be advantageously applied to improve work 
performance in industry. 
Gani and Rainayee(1996) investigated 50 managers and 150 workers 
of HMT (Kashmir unit) to examine empirically the policy and practice of 
HRD in the organization and to explore the attitudes and approaches of 
managerial personnel and workers towards the existing practices of HRD. 
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The results emerged from the study showed that HRD practices in the 
organization are ineffective that adversely affected productivity, morale, job 
knowledge, and potential development of employees. The top management 
was found having damp attitude in developing its human resources. 
The study of Gani and Rainayee revealed a very controversial finding 
as against the universally experienced benefits of HRD practices. It seems 
that in the organization where this study was conducted could have shown 
least concern over the proper implementation of HRD practices for potential 
growth in human skills, potentizils and for organizational effectiveness. Such 
findings do not seem to be peculiar for HMT (Srinagar) but it is observed in 
generally all the public sector units where commitment to work is empo\vered 
by manipulation for individual employee's growth. 
Mc Nabb and Whitfield (1997) tested the hypothesis about the 
relationship between trade unions and the introduction of flexible work system 
and / or team working and examined the single and joint effect of such work 
practices and unionism on financial performance. The results indicate that 
the presence of a closed shop at the •work place inhibits the adaptation of 
flexibility and team working but the presence of a recognized union is beneficial 
to their introduction. Further the joint effect of union presence and both 
flexibility and team working on financial performance is positive, even though 
the single effect of union presence is negative. 
d' Arcimoles (1997) conducted an empirical longitudinal study 
on 61 large French companies during the period 1982 — 1989. Significant 
correlation was found between profitability or productivity ratios and 
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human resource management indicators. Two major conclusions obtained 
were:- training expenses may have some important effects on immediate 
and future economic performance; and some recovery efifects of dismissals 
can also be identified. 
Paranjpe (1997) studied to identify the training areas for special 
education teachers as a function of their QWL perception and consequent 
job satisfaction. Data from 240 special education teachers of Nev/ Delhi 
schools (for handicapped) were analyzed by product moment correlation 
and multiple regression analysis. The results indicate that out of sixteen 
job satisfaction factors ten were significantly related to QWL-feelings 
(QWL-F) and five to QWL- conditions (QWL-C). Some factors emerged 
as significant predictors of QWL-F and -C, viz., interesting or enjoyable 
nature of the job; institute policies; amount of recognition and respect; 
and amount of compensation received for the work done. Factors that did 
not emerged predictors of QWL-F-C have been identified as the potential 
areas of training which need to be strengthened. He categorized these 
factors into three clusters — group interaction and improvement in 
interpersonal relations; growth facilitation and progress; and working 
conditions. Further, it is argued that these areas can be improved upon 
by the school management and staff in a collaborative manner through 
quality circle improvement programmes. 
Hoque, (1998) studied the nature and degree of relationship between 
work performance and motivation, perceived degree of employee-oriented 
supervision, pay inequality, group cohesiveness, personal life, and family 
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life satisfaction. Results revealed that production-oriented supervision and 
group cohesiveness were insignificantly correlated with work performance. 
Moreover, the findings suggested that pay inequality and employee-
oriented supervision were best predictors of performance. 
Chung (1998) discusses some current trends towards increasing 
human resource management practices (benefits and services) that effect 
employees ' non-work lives. Some of the historical contexts of 
organizations that have influenced employees' oflF-the-job lives have been 
highlighted. The article exposes why employee involvement in employees' 
non- work lives has become an important issue, and discusses employer 
influence through human resource management practices on employee 
non- work lives, particularly in the hospitality industry. 
Lee and Stead (1998) presented an overview of human resource 
development (HRD) in the UK since World War II. It is suggested that 
there is a range of stakeholders in HRD in the UK and that cohesion of 
view and approach has varied overtime. There have been three periods 
(post war structuralization, fi-eemarket enterpreneurialism, and the new 
labour re-socialization) during which all parties have held a coherent 
vision. 
Wognum (1998) surveyed HRD representatives of companies in 3 
economic sectors to examine the HRD policy-making processes in these 
companies. Variables included in HRD policy-making process are strategic 
choices about the specific field content of HRD programs and participating 
employees, starting points for HRD processes, and characteristics of the 
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company and the HRD department. Significant diflFerences in the HRD 
policy-making process and resuhing strategic choices were found between 
groups and companies. The author argued that findings stress the 
importance of further investigation of efifective and specific types of HRD 
policy -making processes within companies. This is important in order to 
align HRD programmes to the company's situation and thus, provide 
employees with right competencies at the right time to enhance their own 
performance, the departmental performance and that of company at large. 
Cawley et al (1998) examined the relationship between participation 
in the performance appraisal process and various employee reactions 
through the meta-analysis of 27 studies containing 32 individual samples. 
Findings revealed that overall participation in appraisal was most strongly 
related to satisfaction. 
Biswas (1998) investigated the effect of several contextual factors 
on training effort. 131 managerial level employees fi-om 50 different 
organization were investigated personally through questionnaire 
administration that measured their involvement in training decisions, the 
credibility and intention of the source recommending the training, job and 
career utility, job involvement, organizational commitment, and the effort 
they put in during the training programme. Results indicated that career 
utility of the programme and organizational commitment have significantly 
predicted training efforts; decision involvement that resulted in higher 
perception of career utility; decision maker credibility affected job utility; 
and training transfer climate affected job utility. 
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Pardhan and Mishra (1999) examined experiences of organizational 
role stress (ORS) perceptions of the human resource development (HRD) 
climate among 120 younger (25 - 45 yr. old) Vs 120 older (45-65 yr. old) 
executives from public Vs private sector organizations. Results revealed 
that with regard to perceptions of HRD climate, there were significant 
differences among younger and older executives. However, no dififerences 
were found among private and public sector organization. 
Randall et al. (1999) explored a study to investigate the relationship 
between organizational policies and organizational support to various work 
attitudes and behaviours (job satisfaction and performance, organizational 
commitment, and turnover intentions) among the sample of 128 employees 
(mean age 41yrs.) who were randomly selected from 3 organizations. 
Results indicate that organizational politics and support were related to 
satisfaction, organizational commitment, turnover intentions and 
supervisor ratings of organizational citizenship behavior. However, only 
support was related to performance. 
Mayer and Davis (1999) conducted a 14 month study of employee 
trust for top management. A 9-month quasi- experiment found that the 
implementation of a more acceptable performance appraisal system 
increased trust for top management. The three proposed factors of 
trustworthiness (ability, benevolence, and integrity) mediated the 
relationship between perception of the appraisal system and trust. 
Mishra et al. (1999) conducted a study to test the hypothesis that 
job satisfax^ofiv i^  W c^fc^ s^ iel^ te of HRD climate irrespective of the type of 
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industry. Sample was drawn from a manufacturing (pharmaceutical) and 
a service (banking) industry, each with 100 respondents. The findings of 
the study support the hypothesis and also suggested that H R D climate 
contribute to the overall organizational climate by facilitating individual 
as well as organizational development. 
Sethumadhavan and K a n d u l a (1999) conceptua l izes that : ( I ) 
Training is the most important strategic tool to facilitate the government 
departments to anticipate and manage the changes, (ii) Traditional training 
system (TTS) is an inadequate strategy to supplement the endeavour of 
government departments in managing change, and (iii) need to substitute 
TTS with strategic training systems (STS) as the later is a powerful 
paradigm for managing change and achieving excellence in government 
departments. 
In the preceding writings studies and views pertaining to the efficacy 
to HRD activities have been given. It has already been mentioned earlier 
that direct studies pertaining to H R D are not possible as H R D is nothing 
but a number of organizational activities directed to improve individual 
employees working capabilities and capacities and thereby enhancing 
organizational effectiveness through managing man-machine interface. It 
is therefore evident from the survey of literature that studies on various 
aspects of work and work related behavior have occupied the place to fill 
the purpose of HRD activities. 
The other independent variable is that of 'Upward-Mobility ' which 
has been taken as an independent variable other than the variable of H R D -
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activities, though, opportunities for greater upward mobility is in itself as 
indicator of HRD activity. In spite of such reality we have been interested 
in looking into the influence of employee's perceived upward-mobility on 
employee's QWL perception and commitment v/ith organization. A bit 
detail of these studies will follow in the proceeding pages. 
Perceived Upward-Mobility Studies :-
Hasnin and Behl (1977) examined the relationship between j o b 
satisfaction and n-achievement a m o n g p romoted and non-promoted 
employees. 90 upper division clerks: 30 newly promoted (group I), 30 
promoted sometime ago (group II), and 30 never-promoted employees 
(group III), were surveyed by adminis ter ing n- achievement and j o b 
satisfaction scales. The results showed that group I and group 11 employees 
had almost equal degree of job satisfaction and also somewhat similar 
degree of n-achievement. Where as, significant difference exists between 
the perception of satisfaction and n-achievement among group I and group 
II and group III. The study concludes that h igh n- achievers are likely to 
be promoted and are satisfied with their jobs . 
Vardi and Hammer (1977) explored the rates and directions of inter 
organizational job mobility and perception of mobility requirements among 
298 randomly selected rank and file employees . Findings revealed that 
these variables differed by technology. Significant positive relationship of 
career experiences with expanded interest and effort were found. Positive 
mobility experiences also contribute to the j o b satisfaction. 
M c E n r u e ( 1 9 8 9 ) e x a m i n e d w h e t h e r p e r c e i v e d fa i rness o f 
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promotion practices depended primarily on the outcome of the decision-
making process for employees, the perceived nature of promotion policies 
and their administration, or both. 121 managers and assistant managers 
were studied. The resul ts indica ted that m a n a g e r s j u d g e m e n t s on 
procedural components (e.g., competency-based, well defined promotion 
path) contributed significantly in predicting perceived promotion system, 
fairness over and above the contribution of distributive variables (e.g., 
personal opportunities, being by passed, number of promotions received). 
Brudert et al. (1991) examined the structural factors influencing 
intra- organizational upw^ard-mobility among 3,369 blue- collar employees 
in a large West German Mechanical Engineering Company. The findings 
suggested that, in addition to individual characteristics, other factors, e.g. 
the organizational hierarchy and process of organizational expansion and 
contraction strongly affect w o r k e r ' s chance of a d v a n c e m e n t . They 
suggested that examination of such factors and their incorporation into 
models of intra- organizational mobility can improve the explanatory 
power of such mode l s while p rov id ing insight into the mechanism 
mediating the effects of individual attributes of advancement. 
Khan and Azam (1992) investigated the relative importance of 
performance, personality and socio-environmental factors in managerial 
promotions as perceived by executives of two organizations belonging to 
private and public sectors. Data were collected from executives of both 
organizations. Analysis revealed significant differences in the perception 
of some of the personality, performance and socio- environmental factors 
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in the promotion. 
Ross (1994) aimed his study to analyze the effect of satisfaction 
with promotion opportunities (SWPO), satisfaction with promotion and 
reward evolution criteria (SWPREC), organizational commitment on job 
satisfaction (JS) and employee's expressed turnover intention (TI). The 
sample consisted of 64 internal audit supervisors and 62 non-supervisory 
professional staff- level auditors (mean age 29.8 & 28.5 respectively). 
Satisfaction with promotional opportunities showed direct positive effect 
on job satisfaction and a resultant indirect effect on turnover intentions 
for both sample groups . For supervisors, SWPO had both direct and 
indirect effect on job satisfaction. For staff - level employees SWPREC 
had both direct and indirect effect on turnover intentions. It is also 
suggested that both SWPO and SWPREC used in the promotion and 
rewarded system, should be considered in developing a model of internal 
auditor job satisfaction and turnover intentions. 
Thaker and Wayne (1995) having studied the relationship of 
subordinate influence tactics and individual differences on supervisor's 
perceptions of promotability reported that both influence tactics and 
individual difference variables had significant effect on assessment of 
promotability. 
Burke (1995) investigated perceived benefits of promotion among 
employees of a single large professional services firms. Results revealed 
that there exists some difference in perception of benefits among men and 
women and also between organizational levels. The most common benefits 
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were increased salary, personal satisfaction and more interesting work. The 
least common benefits of promotion were working with more senior 
managers, partners and high status persons. 
Tang (1997) explored his study to examine the effects of race and 
gender on occupational status and promotions in US science and 
engineering. Longitudinal data collected during 1982 —1989 as part of the 
1989 survey of Nature and social scientists and engineers (original N = 
38,059). Findings revealed that compared to whites, blacks, and Asians 
were equally less likely to be a manager in 1982. However, 1982-1989, 
only Asians (especially females) had a relatively low tendency to be 
promoted to management. Evidence of a race/gender hierarchy in science 
and engineering v/as also found. 
Luzzi and Fluckiger (1998) examined the promotions in the Geneva 
Canton of Switzerland in terms of sexual segregation. Data were drawn 
from both public and private sector organizations between different 
hierarchical positions. The promotion process was reviewed wiiich showed 
that greater importance was placed on the training and experience acquired 
by employees, marriage tends to make men more promotable but women 
less so, and intercession of unions seems to be more advantageous for 
women than for men. 
Cook and Waters(1998) investigated lawyers and Engineers from 
Hobarth, Australia and found that the proportion of women in high 
positions in engineering matches their educational qualification rates, 
vdiereas, the proportion of women in high positions in law is considerably 
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lower than their educational qualification rates. The authors further argued 
that such difference is the result of the respective organizational patterns 
of the two professions. Engineering is practiced in large-scale bureaucratic 
organizations where formal rules govern recruitment and promotion, equal 
opportunity legislation applies, and a strict separation is maintained 
between public and domestic spheres. In contrast, lavk^  is practiced in 
colleaguial partnerships where informal judgements govern recruitment 
and promotion, some equal opportunity legislation is not applicable, 
advancement depends on the subordination of the domestic to the public 
sphere. 
Kallenberg and Mastekaasa (1998) aimed their study to 
explain the relationship between an organization's size and a person's 
probability of experiencing inter-organizational mobility (i.e., quits and 
layoffs) on a sample drawn fi-om a broadly representative panel study of 
Norwegian organizations and their employees. The findings reveal that 
employees of larger establishments in a private sector are less likely to be 
laid off and to quit their jobs. Possible explanations of their relationships 
between organization size and mobility were tested. It was found that larger 
organizations in the private sector have lower quit rates mainly because 
they are more likely to be unionized. The relationship, size and layoffs 
remained significeint even after explanatory variables being controlled. No 
relationship existed between size and quits in the public sector. 
Hogan et al. (1998) carried out two studies to find out the 
relationship betw^een supervisor's evaluation of contextual performance 
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and personality characteristics in jobs where opportunities for advancement 
were either absent or present. The results obtained from these two studies 
sugges ted that when there are no oppor tun i t i e s for a d v a n c e m e n t , 
employees perform contextual acts because they are consc ient ious . 
However , when there are opportunit ies for advancement, employees 
engage in contextual acts because they are ambitious. 
It is evident from the survey of literature pertaining to the influence 
of upward mobility on numerous work related employees' experience and 
behaviour that the influence of the phenomenon of upward-mobility in 
relation to QWL and work commitment have not been empirically studied, 
though the relationship of these variables are observed to be positively 
high. For example, when I asked the number of employees that what you 
feel when there are no avenues for upv^ard mobility then the reply was 
a l m o s t s imi l a r to wha t I had p r e d i c t e d tha t they s h o w e d h i g h 
dissatisfaction and less charm to continue the same work provided they 
are getting other good opportunities. In spite of such observations, it is 
also observed that people always struggle for upward positions and as a 
result, such struggle keeps the employees dynamically active for higher 
productive efficiency but it all depends upon the organizational philosophy, 
policy as well as organizational culture for sanctioning fair and unbiased 
rewards. 
Over-all description of the available survey of literature highlights 
the significance of the present piece of research which was aimed at 
investigating the "Influence of H R D activities and Perceived Upward-
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Mobility on employees' Organizational Conimitment and QWL" because 
similar endeavours have not been v/itnessed in the earlier efforts, either in 
the global scenario or in Indian context. Hence, in the complete absence or 
paucity of the similar research investigations, the present investigator feel to 
be at the cross-road in presuming even the probable influence of IVs on DVs 
which are of concern here. In viev/ of this fact, there was no option except 
to formulate null-hypotheses. 
HYPOTHESES 
Hypotheses in all researches are necessary as these help in 
de termining comprehensively the objectives of the study and 
subsequent ly help in making a proper choice of statistics for 
analyzing the data in quest of answering objectives of the study. 
H e r e , a n effort w a s m a d e to f o r m u l a t e n u l l - h y p o t h e s e s 
comprehensively and briefly that follow^s: 
Ho 1: "Forecasting human resource need" in organization — 
a facet of HRD activities ^vill not significantly influence 
overall QWL or any of its facet. 
H o 2 : " T r a i n i n g " — a facet of H R D act iv i t ies wi l l no t 
significantly influence overall QWL or any of its facet. 
H o 3 : "Organizational c l imate"— a facet of H R D activities 
will not significantly influence overall Q W L or any of 
its facet. 
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H o 4 : " O r g a n i z a t i o n a l c h a n g e " — a facet o f H R D ac t iv i t ies 
wi l l n o t s ign i f i can t ly inf luence overal l Q W L or a n y of 
its face t . 
H o 5 : " F a i r l y l ibe ra l m a n a g e m e n t func t i on"— a facet o f H R D 
ac t iv i t i e s w i l l no t significantly in f luence ove ra l l Q W L 
or a n y o f i ts facet . 
H o 6 : " E m p l o y e e - m a n a g e m e n t r e l a t i o n s " — a facet o f H R D 
ac t iv i t i e s w i l l no t significantly in f luence ove ra l l Q W L 
or a n y o f i ts facet . 
H o 7 : "To ta l q u a l i t y m a n a g e m e n t " — a facet o f H R D act iv i t ies 
wi l l n o t s ign i f ican t ly influence overa l l Q W L or a n y of 
its facet . 
H o 8 : " A p p r a i s a l s y s t e m " — a facet of H R D ac t iv i t i e s wi l l no t 
s ign i f i can t ly in f luence overal l Q W L or a n y o f its facet . 
H o 9 : " R e c o g n i t i o n " — a facet o f H R D a c t i v i t i e s w i l l n o t 
s ign i f i can t ly in f luence overal l Q W L or a n y o f its facet . 
H o l O : " F l e x i b i l i t y " — a face t o f H R D a c t i v i t i e s w i l l n o t 
s ign i f i can t ly in f luence overal l Q W L or a n y o f its facet . 
H o l l : " C o m p e t i t i o n " — a facet o f H R D a c t i v i t i e s w i l l n o t 
s ign i f i can t ly in f luence overall Q W L or a n y o f its facet . 
H o l 2 : " C o o p e r a t i o n " — a facet of H R D a c t i v i t i e s w i l l n o t 
s ign i f i can t ly in f luence overall Q W L or a n y o f its facet . 
H o 1 3 : " O v e r a l l H R D " — will not significantly in f luence overal l 
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Q W L or a n y o f its facet . 
H o 14 : " P e r c e i v e d u p w a r d - m o b i l i t y " — wil l no t s i g n i f i c a n t l y 
in f luence overa l l Q W L or any of its facet. 
H o 1 5 : " F o r e c a s t i n g h u m a n r e sou rce n e e d " in o r g a n i z a t i o n — a 
facet o f H R D ac t iv i t ies wil l no t s ignif icant ly i n f l u e n c e 
overa l l o r g a n i z a t i o n a l c o m m i t m e n t or a n y o f i ts f ace t . 
H o i 6 : " T r a i n i n g " — a f a c e t o f H R D a c t i v i t i e s v / i l l n o t 
s i g n i f i c a n t l y i n f l u e n c e o v e r a l l o r g a n i z a t i o n a l 
c o m m i t m e n t or a n y o f its facet. 
H o 1 7 : " O r g a n i z a t i o n a l c l i m a t e " — a facet o f H R D ac t i v i t i e s 
wi l l n o t s ign i f i can t ly inf luence overal l o r g a n i z a t i o n a l 
c o m m i t m e n t or a n y o f its facet. 
H o 1 8 : "Organ iza t iona l c h a n g e " — a facet of H R D ac t iv i t ies w i l l 
n o t s i g n i f i c a n t l y i n f l u e n c e o v e r a l l o r g a n i z a t i o n a l 
c o m m i t m e n t o r a n y o f its facet. 
H o 19 : "Fa i r ly l ibera l m a n a g e m e n t func t ion"— a face t o f H R D 
a c t i v i t i e s w i l l n o t s i g n i f i c a n t l y i n f l u e n c e o v e r a l l 
o rgan i za t i ona l c o m m i t m e n t or any of its facet . 
H o 2 0 : " E m p l o y e e - m a n a g e m e n t r e l a t i o n s " — a face t o f H R D 
a c t i v i t i e s w i l l n o t s i g n i f i c a n t l y i n f l u e n c e o v e r a l l 
o rgan iza t iona l c o m m i t m e n t or any of its facet . 
H o 2 1 : "Total qua l i t y m a n a g e m e n t " — a facet o f H R D ac t iv i t i e s 
wil l n o t s ign i f i can t ly inf luence overal l o r g a n i z a t i o n a l 
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commitment or any of its facet. 
H o 2 2 : "Appraisal sys tem"— a facet of H R D activities will not 
s i g n i f i c a n t l y i n f l u e n c e o v e r a l l o r g a n i z a t i o n a l 
commitment or any of its facet. 
H o 2 3 : "Recogn i t ion"— a facet of HRX> activit ies will not 
s i g n i f i c a n t l y i n f l u e n c e o v e r a l l o r g a n i z a t i o n a l 
commitment or any of its facet. 
H o 2 4 : " F l e x i b i l i t y " — a facet of H R D act iv i t ies wil l not 
s i g n i f i c a n t l y i n f l u e n c e o v e r a l l o r g a n i z a t i o n a l 
commitment or any of its facet. 
H o 2 5 : "Compet i t ion"— a facet of H R D activities will not 
s i g n i f i c a n t l y i n f l u e n c e o v e r a l l o r g a n i z a t i o n a l 
commitment or any of its facet. 
H o 2 6 : "Coopera t ion"— a facet of H R D activit ies will not 
s i g n i f i c a n t l y i n f l u e n c e o v e r a l l o r g a n i z a t i o n a l 
commitment or any of its facet. 
Ho27 : "Overall H R D " — will not significantly influence overall 
organizational commitment or any of its facet. 
H o 2 8 : "Perce ived upward-mobi l i ty"- will not significantly 
influence overall organizational commitment or any of 
its facet. 
In quest of testing the above mentioned null-hypotheses through 
empirical investigation, a number of objective steps were taken to 
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go for investigation which will be comprehensively discussed in the 
proceeding Chapter-I l l . Therefore, it is viable to terminate further 
deliberation here and to follow the next chapter for unders tanding 
more about the objectivity of the methodology opted in under taking 
the present larger investigation. 
Chapter - III 
1/i/ietkoboio<i^ 
In any discipline whether it is a science, social science, commerce, 
humanities etc., methodology plays a leading role in carrying out the study 
systematically and objectively to be more scientific in nature. Research as 
defined by Redman and Mory (1923) is " a systematized effort to find out the 
solution of the problem". These efforts require certain techniques to be followed 
properly. Methodology is a total sum of these techniques / steps being carried 
out by a researcher in order to find out the real dynamics operating for any 
problem and behavioral outcomes. Mounton and Marais (1993) defined 
methodology as " the logic of the applications of scientific methods to the 
investigation of the phenomena". It is a kind of decision making process in 
which researcher has to select the appropriate model, sampling techniques, 
measuring instruments and data analysis methods suitable for selected problem. 
However, the objectivity of the scientific investigation is contingent upon the 
accuracy of research methodology adopted by the researcher. 
Formulation of research problem is followed by research design - the 
scientific procedure within which research is conducted in a smooth and unbiased 
fashion. Selltizer et al. (1962) pointed out that "research design is the 
arrangement of conditions for collecting and analyzing the data in a manner 
that aims to combine relevance to the research purpose with economy in 
procedure". It is a kind of architecture prepared in advance by the researcher 
with minimum expenditure of time, money and other requirements. In Mohsin's 
(1984) view "research design contains a built- in system of checks against all 
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factors that might affect the validity of the research outcome". In other words 
the efficacy of research design prepared by the researcher in advance 
standardized tools for measuring the responses, adequate sample, and 
appropriate statistical methods for analyzing the data are the basic requirements 
for maintaining objectivity of research that may have greater generality. 
In the light of the above facts and also the nature of the present research 
problem the following steps were taken for enhancing the efficacy and 
objectivity of the research endeavour. 
Sample 
This study was proposed to study the managerial staff, hence, were 
chosen from J&K Bank Ltd. The small portion of population (taken for 
investigation) possessing an average similar qualities and characteristics of the 
total population is referred as sample of that population. Mohsin (1984) contends 
that sample is the portion of the entire population or universe of a certain kind 
of objects. Thus for making findings more generalized to over-all population, 
it is essential that sample must possess almost all the qualities and characteristics 
of the population or universe selected for the investigation. Moreover , the 
selection of the sample should be dependent upon the very objective of the 
research problem. In the present proposed study as have already been mentioned 
, managerial staff were chosen for studying the "influence of HRD activities 
and perceived upward-mobility on employees' organizational commitment and 
quality of work life". 
Managers play an important role in the organization. They are the persons 
92 
who formulate and implement policies , plans etc. in the organization. They 
act as a bridge between top management and the supervisors and other lower 
level employees. Whatever the changes (technical , systematic etc.) 
management want to bring in the organization, managers are the first to be 
contacted for suggestions owing the overall information about the organization. 
Taking into consideration the importance of managers in an organization, 
the researcher found this work-force most suitable for the present investigation. 
The sample consisted of N=230 managers who were randomly taken from 
various branches of the Jammu and Kashmir Bank Limited. The sample break-
up is shown in Table-3.1. 
Table 3.1 
Break-up of the Sample 
Managerial Scale N 
1st Scale 105 
nnd Scale 70 
mrd Scale 41 
IV th Scale 14 
Toatl 230 
The J&K Bank Ltd. is one of the largest banks in the country that is 
owned by J«&K state government with a network of more than 400 branches 
spread across the country. The bank staffs more than 6500 man power. 
Relevant information of the sample characteristics have been given in Table-
3.2. 
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DESCRIPTION OF TOOLS 
In behevioural sciences measurements have always been considered a 
very complex task but an inevitable means to understand human experiences 
and behaviour. Among the various methods used in behavioural sciences, 
especially in psychology, questionnaire method in understanding or gaining 
information about certain issues and problems is considered as most convenient 
method. Pertaining to questionnaire, it is imperative to mention that without 
ascertaining the efficacy of the tools, reliable results can not be obtained, 
therefore, standardization of the psychological tool is necessarily a prerequisite. 
Standardization of psychological test involves item analysis, ascertaining 
reliability and validity. In this regard, it is immensely important to mention that 
whatever the tools have been used in quest of studying the present problem 
the psychological tools were standardized before administration. 
The description of the various tools used in this investigation is being 
given below: 
QUALITY OF WORKING LIFE SCALE 
This scale was developed by researcher. Before framing the items for 
the scale, literature on quality of worklife were thoroughly studied and experts' 
opinions were sought that lead to identify the dimensions and in formulating 
the statements. The numerous dimensions which were identified are: Work it-
self; Employees ' part icipation; Physical working conditions; Union-
management relations; Organizational climate; Inter-group relations (employees 
relations); Autonomy at work; Organizational commitment; Supervisory 
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relations (including trust); Clarity in organization; Recognition; Economic 
benefits; Self-respect; Employees health; and Promotion. Items related to these 
dimensions were fi-amed in the form of statements in simple, easy and highly 
indianized English language and in all there were 48 items. There after scale 
was administered on 230 managers with instructions to rate their agreement 
or disagreement with the statement on a 5-point Likert type scale ranging form 
strongly disagree to strongly agree. The total score of the scale ranges from 
48 to 240. Higher the score, stronger the preception of QWL of employees in 
the organization. Two items have been negatively phrased hence, their scoring 
were done by reversing the score.(Appendix lA) 
The item analysis was done by calculating contingency coefficient ' C 
for each item with total score of the scale and ' C value was then converted 
into chi-square (X^) to test the significance of each item on the basis of the 
level of significance. It is amply clear firom the significance of each item that 
except item No.25,30,and 42 which were significant at .05 level, all the 
remaining items were found significant beyond .01 level of confidence, hence, 
all the 48 items of the scale were retained. (Appendex- IB) 
For determing the reliability of the QWL-scale, split-half reliability 
coefficient ' r ' was calculated that yielded the value r = .702 which is also 
found highly significant. Congruent validity of the QWL-Scale was also checked 
by comparing the scale with Porter's (1972) job satisfaction scale.The obtained 
value (r = .89) confirms the validity of the scale. 
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ORGANIZATIONAL COMMITMENT SCALE (OCS) 
This scale was also developed for the purpose of the present study. In 
constructing the scale the same procedures were opted as have been already 
discussed in the context of QWL-Scale. In OCS there were three dimensions 
which were taken from Meyar and Allen' s (1991) Organizational Commitment 
Scale viz. affective commitment, continuance commitment and normative 
commitment. For each dimension 5-items were selected that finally totalled to 
15-items. Each item was measured on 7-point scale viz.. Strongly Disagreement 
' 1 ' ; Moderate Disagreement ' 2 ' ; Disagreement ' 3 ' ; Neutral ' 4 ' ; Agreement 
' 5 ' ; Moderate Agreement ' 6 ' ; Strongly Agreement ' 7 ' . In the scale 2 items 
were negatively phrased hence, their scoring pattern was simply reversed. The 
total score ranged from 15-105. Higher the score more the employees' 
commitment and vice versa (Appendix-II). Chi-Square (X^) value of each 
item confirmed the significance (Appendex-IIA). The split-half reliability 
coefficient r = .80 and the congruent validity r = .76 both were highly significant. 
HRD SCALE 
A 40-item scale based on 12-dimensions was developed by the present 
researcher by opting the same procedures that were taken in the development 
of QWL and OC scales. The 12 dimensions of the scale are : Forecasting 
human resource need in organization ; Training; Organizational climate (team 
building, trust building ); Organizational change (technological, system); Fairly 
liberal management functions; Employee-management relations; Total quality 
management; Flexibility; Co-operation; and Competition. Responses were 
measured on Likert type 5-point scale by measuring the presence of HRD 
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activity by assigning ' 1' to the minimum degree; ' 2 ' to above minimum but 
below moderate ; ' 3 ' to moderate; ' 4 ' to above moderate but below maximum; 
and ' 5 ' to the statement when it is present in maximum degree. In this way the 
total score ranged from 40-200. Higher the total score, maximum will be the 
HRD- activities being performed in the organization. Out of 40 items 5- items 
were negatively phrased and hence, these items were scored in reverse 
direction.(Appendix-III) 
For item analysis, the contingency coefficient ' C value converged in 
to chi-square (X^) value of all items shows high significance beyond .01 level 
of confidence except the item no. 26 and 35, which confirm their significance 
beyond .05 level of confidence. Split-half reliability coefficient r = .78 and the 
congruent validity v — .19 both attained high significance level, hence, 
standardization of HRD-scale gets confirmed (Appendix-IIIA) 
PERCEIVED UPWARD MOBILITY QUESTIONNAIRE 
This questioimaire consisted of nine items, out of which four were 
negatively phrased. The items measure employees' preception about their 
chances of advancement, fairness in the promotion policies of management, 
and the mode of promotion. In this Likert type questionnaire, responses were 
measured from Highly Disagreement ' 1' to Highly Agreeement ' 5 ' . Higher 
the score, more the employees' perception about the chance of their upward 
mobility in the organization (Appendex-IV). While calculating contingency 
coefficient ' C , it was found that all the items confirm their significance beyond 
.01 level of confidence. Split-halh reliability coefficient r = .86 and congruent 
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validity r = .88 were found highly significant (Appendix - IV A). 
BIOGRAPHICAL INFORMATION BLANK (BIB) 
Biographical information blank was prepared for recording biographies 
of employees viz., age, family status, number of dependents, marital status, 
rural/ urban background. Moreover, information regarding qualification, work 
experience, number of promotions earned, and monthly income of empolyees 
was also incorporated in the biographical information blank. (Appendix-V). 
It is highly pertinent to mention here that all these scales described in 
the preceeding pages were solely constructed by the researchers for the 
purpose of attaining the objectives of this larger study leading to the degree of 
doctor of philosophy. In the development of scales all possible cares were 
taken to maintain the efficacy and objectivity of the scales. In spite of this fact 
there would have been certain non-perceptable errors which can be removed 
after getting these errors identified in the fiiture endeavours. 
STATISTICAL ANALYSIS 
Once the data collected fi-om the respondents, then it requires certain 
kind of statistical treatment to reduce long wide-spreaded scores into intelligible 
and interpretable form, so that results can be easily and conveinenty understood. 
Analysis means catagorizing, reducing, and summarizing data to obtain results 
of research problems (Kerlinger, 1984), 
Different types of statistical techniques are aviailable which can be 
sorted out for statistical treatment, keeping in view the nature and objectives 
of the research problem. Inthe present context where the study was aimed to 
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see the "influence of HRD activities and perceived upward-mobility on 
employees' organizational commitment and quality of work life", Mulitiple 
Regression (stepwise) method of statistics was found best suited for analyzing 
the data and obtaining the appropriate results. 
Mulitiple Regression method is quite flexible to access two or more 
predictors (IVs) at a time to see their influence on criterion variable (DV). This 
method not only tells us about the relationship between dependent and 
independent variables but also the nature of the relationship i.e, the contribution 
of predictors (IVs) to criterion variables (DVs). Generally there are three 
techniques of using Multiple Regression viz.. Standard, Hierarchical, and 
Stepwise, depending on the way predictor variable entering the equation. In 
stepwise method predictors enter to the equation step-wise one after the other 
on the basis of their higest simple correlation with criterion variables. This 
process continues untill no more usefiil information is obtained from the fiither 
addition of predictors. In the present study this method i.e.. Stepwise Multiple 
Regression was used for giving statistical treatment to the data. 
Chapter - IV 
Mid 
This Chapter is devoted to describe and discuss results of the very 
challenging study on the problem entitled, " Influence of H R D activities and 
Percieved Upward-Mobility on Employes' Organizational Commitment and 
QWL". In order to meet the objective which is evident from the problem 
itself, the analyses of the data were carried-on by applying Stepwise Multiple 
Regression Analysis on the sample group of managers (N=230) working in 
the various branches of J and K Bank Ltd. 
Before starting this chapter of results and interpretations, it is imperative 
to mention here that analyses of the data of the study using step-wise multiple 
regression technique through computer have given the entire analyses in 
different steps but we are only using the tables of A N O V A as well as the 
tables showing 'Coefficient' revealing the number of best predictors entered 
to influence dependent variable. The remaining steps like the list of excluded 
variables have not been put here for the sake of convenience presuming that 
except the independent variables (IVs) that entered to the equation, the 
remaining FVs will definitely be the part of variables excluded or have not 
come in to the equation. It is also highly necessary for clarity to mention 
that variables numbering from V, to V,^ are the independent variables, 
whereas, Vj^ to Y^^ are the dependent variables. Therefore, we shall use the 
same number referring to either independent or dependent variables. 
Keeping in view^ the above mentioned contentions the description and 
discussion of results will follow in the jjroceeding part of this chapter. 
Table - 4.1 shows the overall picture of the influence of IVs on one of 
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the dimensions of organizational commitment (DV) Viz., 'affective 
commitment' (V,,). It is amply clear from the table that since the value of 
F= 8.846 is highly significant far beyond .01 level of confidence hence, it 
confirms that there would have been definitely any IV predicting 'affective 
commitment' of managers working in J«&.K Bank Ltd. 
Table - 4.1 A clearly reveals that one of the HRD aspects viz., 
'training' (Vj) is found to influence 'affective commitment' (V,;) of managers 
in general as statistical value given in the table i.e., t= 2.974 is found highly 
significant well beyond .01 level of confidence. Hence, related null-
hypothesis— Hoi6 stands rejected. Whereas, apart from this single null-
hypothesis all the remaining null- hypotheses (given in chapter-II pp. ) found 
to be accepted as none of the IVs entered to the equation to predict affective 
commitment. 
This is evident from the finding (Table - 4.1 A) that among all HRD 
activities, 'training' - facet seems to be the most important HRD activity that 
influences emotional commitment of the managers. It is indeed true that at 
the very initial stage when the concept of HRD emerged, it was generally 
believed that HRD is nothing but to provide training to the employees for 
harnessing their potential and working skills. It is also significant to point out 
here that work commitment in particular and commitment to any thing in 
general is basically determined by the employees' potentials and skills. Apart 
from this reality, training programme to the higher professional groups provide 
them greater exposure to the different aspectes of working through mutual 
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TabIe-4.1 
Stepwise Multiple Regression 
Predictors(IVs) of Affective Cominitinent(DV)-a dimension of Oi^anizational 
Commitment 
Sample of Managers (N=230) 
MIOVA** 
Model 
1 Regression 
Residual 
Total 
Sum of 
Squares 
419.341 
10807.79 
11227.13 
df 
1 
228 
229 
Mean 
Square 
419.341 
47.403 
F 
8.846 
Sig. 
.003^ 
a. Predictors: (Constant), V2 
b. Dependent Variable: V15 
Table-4.1A 
Coefficients showing the Real Predictor Variable^ 
Model 
1 (Constant) 
V2 
Unstandardized 
Coefficients 
B 
22.738 
.528 
Std. Error 
1.898 
.178 
Standard! 
zed 
Coefficie 
nts 
Beta 
.193 
t 
11.983 
2.974 
Sig. 
.000 
.003 
a. Dependent Variable: V15 
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interactions during training and moreover, in-service training period for them 
is a leisure time wtiich they enjoy through participation that indirectly becomes 
the means of their catharisis too. Hence, when they are resuming their woric, 
the perfection they gained and the joy they experienced during training are 
most likely to become instrumental for their affective commitment i.e., their 
emotional attachment concerned to the work they are doing. Ho^vever, there 
is no doubt in believing the benefits of training in developing and maintaining 
an overall organizational effectiveness through enhancing congruent man-
machine interface at w^oric. 
From Table - 4.2 and Table - 4.2A, it is very clear that 'HRD activities 
as a whole ' (Vjj) and one of its facet viz., 'training' (V^) have emerged to 
predict 'continuance commitment' (V,^) - a dimension of 'Organizat ional 
Commitment' (DV) as the obtained statistical value — t = 9.247 and t = 2.370 
for (Vjj) and (V^) respectivelly are found to be highly significant. Therefore, 
the related null-hypotheses Ho27 and H o 16 are rendered rejected and all 
the remaning null-hypotheses (given in chapter- n pp.86-89) have been found 
accepted. 
The findings again s p e a r e d to be logical as HRD activities in general 
are obtained to be favourite instrument for the organization and their 
employees as well. With regard to HRD activities there is no need to elaborate 
much more except to emphasize the reality that whatever the activities are 
being carried out by any organization like developing and utilizing human 
potentials, designing and re-designing the organizational networking system. 
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Table-4.2 
Stepwise Multiple Regression 
Predictors(IVs) of Continuance Conimitment(DV)-a dimension of Organizational 
Commitment 
Sample of Managers (N=230) 
ANOVA^ 
Model 
1 
2 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
1319.891 
2958.004 
4277.896 
1391.339 
2886.556 
4277.896 
df 
1 
228 
229 
2 
227 
229 
Mean 
Square 
1319.891 
12.974 
695.670 
12.716 
F 
101.736 
54.708 
Sig. 
.0008 
.000" 
a. Predictors: (Constant), VI3 
b. Predictors: (Constant), V13, V2 
c. Dependent Variable: V16 
Table-4.2A 
CoefficientB showing the Real Predictor Variables* 
Model 
1 
2 
(Constant) 
VI3 
(Constant) 
VI3 
V2 
Unstandardized 
Coefficients 
B 
10.428 
.112 
10.743 
.135 
-.289 
Std. Error 
1.338 
.011 
1.331 
.015 
.122 
Standardi 
zed 
Coefficie 
nts 
Beta 
.555 
.668 
-.171 
t 
7.796 
10.086 
8.072 
9.249 
-2.370 
Sig. 
.000 
.000 
.000 
.000 
.019 
a. Dependent Variable: VI6 
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distribution of power, style of functioning, etc. are the eflForts to develop more 
humanized environment for attaining the objectives of organizational 
effectiveness. Keeping such contensions, it can be cortveniently said tiiat 'HRD 
activities as whole'is a very strong predictor of employees' 'continuance 
commitment' (DV) as HRD exercises are generally percieved to be the healthy 
sign by employees >\4iich pushed them to continue working in the organization 
anticipating the favour of the outcomes of the healthy activities. 
After 'HRD activities as vsiiole' (Vj^) the second IV w4iich emerged 
to be the predictor of 'continuence commitment' (V,g) is that of the 'training 
' (Vj) aspect of HRD activities. In this concern our explaination remains valid 
here too as have already been given earlier pertaining to the training as 
predictor of 'affective commitment' (Table 4.1 A). But it is necessary to add 
here that training leading to enhancing perfection, it seems to be necessary 
prerequisite for inducing 'continuance commitment' hence, here also tiie same 
found true. 
So for a s ' namative commitment' (V,^)- (DV) is concerned it is evident 
from the Table- 4.3 that the F-value (F=l 8.403) is highly significant even 
far beyond .01 level of confidence and consequently number of FVs viz., ' 
percieved upward- mobility' (V,^), and different facets of HRD activities 
namely 'competition' (V,,) , ' organizational climate' (V3) and 'cooperation' 
(Vjj) have been found to entered the sequence in the same sequence to 
predict 'normative commitment' (DV) as their obtained t-values ranging from 
maximum t=28.226 to the minimum t=3.121 are statistically found highly 
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Table-4.3 
Stepwise Multiple Regression 
Predictors(IVs) of Normative Comniitinent(DV)-a dimension of Organizational 
Commitment 
Sample of Managers(N=230) 
ANOVA* 
Model 
1 
2 
3 
4 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
250.789 
1617.559 
1868.348 
316.845 
1551.503 
1868.348 
399.612 
1468.736 
1868.348 
460.574 
1407.773 
1868.348 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
4 
225 
229 
Mean 
Square 
250.789 
7.095 
158.422 
6.835 
133.204 
6.499 
115.144 
6.257 
F 
35.350 
23.179 
20.497 
18.403 
Sig. 
.000^ 
.000'» 
.000^ 
OOO'* 
a. Predictors: (Constant), V14 
b. Predictors: (Constant), V14, V11 
c. Predictors: (Constant), V I4 , V I I , V3 
d. Predictors: (Constant), V14, V11, V3, V12 
e. Dependent Variable: V I7 
Table-4JA 
Coefficients showing ttie Real Predictor Variables* 
Model 
1 
2 
3 
4 
a. 
(Constant) 
VI4 
(Constant) 
VI4 
V I I 
(Constant) 
VI4 
V I I 
V3 
(Constant) 
VI4 
V I I 
V3 
VI2 
Dependent Variable: 
Unstandardized 
Coefficients 
B 
26.043 
.177 
25.312 
.120 
.294 
25.536 
.185 
.367 
-.204 
25.035 
.155 
.333 
-.295 
.284 
y/17 
Std. En-or 
.895 
.030 
.909 
.035 
.095 
.889 
.038 
.095 
.057 
.887 
.039 
.093 
.063 
.091 
Standard! 
zed 
Coefficie 
nts 
Beta 
.366 
.248 
.222 
.381 
.277 
-.270 
.320 
.252 
-.390 
.254 
t 
29.099 
5.946 
27.832 
3.472 
3.109 
28.724 
4.824 
3.878 
-3.569 
28.226 
3.999 
3.572 
-4.665 
3.121 
Sig. 
.000 
.000 
.000 
.001 
.002 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.002 
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significant beyond .01 level of confidence that resulted to the rejection of 
related null-hypotheses-Ho28, Ho25, Ho 17 and Ho26. ( given in chapter TL 
pp.87-88) 
While discussing the results, it is to clearify that in this study ' perceived 
upward mobility' was taken as an entirely different independent variable other 
than the variable of HRD activities, though upward mobility is highly related 
to HRD activities because a sound HRD programme inculcates the attitudes 
among the employees to have a fair chance of upward mobility in the 
organisation provided they are efficient. Hov/ever, it is witnessed here that 
'percieved upward mobility'(V,^) entered first to the equation to have the 
first rank in predicting 'normative conimitment'CV,^). The occurance of the 
variable viz., 'percieved upw^ard mobility'CV,^) is observed to be the important 
work related aspect that either keeps the employee to continue in the same 
organization or to leave the job. When employees perceive higher chances 
of upward mobility, this condition itself compell the employees to continue in 
the organization and some times it is combined with the psychological feeling 
of obligation to continue. 
The other factors viz, 'competition' (V,,) which is one of the facets of HRD 
activities also found to predict 'normative commitment' (V,^). In continuation 
to our afore- mentioned discussion it is imperative to point out that where 
there are feir and greater mobility there will necessary be a competition among 
employees in quest of taking lead over others hence, generating competitions 
as an HRD function has a very positive influnce so for as normative 
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commitment is concerned. Similarly 'organizational climate'(V3) focussing as 
team and trust building and the aspect o f cooperation' (Vj^) have also emerged 
to be the effective predictors o f normative commitment' (Table-4.3A). At 
this juncture it is fair to emphasize that HRD activities like generating 
comjjetition developing conducive organizational climate and coop)eration as 
well, are highly interrelated to each other and these along with the perceived 
upward mobility are likely to predict 'normative commitment'- dimension of 
'organizational commitment'(DV) independently or in conjuction thereof At 
this point we are again mentioning oure view that humanization of work 
through conducive man-machine interaction turns uncommitment with the 
work and the organization, to forced commitment leading to normative 
commitment. 
A very interesting picture emerged wliich is evident from Table - 4.4 
and Table - 4.4 A that some of the IVs significantly predict 'organizational 
commitment as a whole ' (V,g)-(DV) , as F - value ( F = 37.141) is highly 
significant beyond .01 level of confidence. Table - 4.4A reveals that ' H R D 
as a whole' (Vj^) 'perceived upward mobility' (V,^), 'organizational climate' 
(Vj) and ' cooperation' (Vjj) have been found significantly influencing 
employees' commitment to the organization in general in the same sequential 
order as their t - values -1=3.706, t=3.657, t=2.594 and t=2.049 are found 
highly signinificant. There is no doubt that 'organizational commitment' is 
most likely to be the function o f ' H R D activities in general', 'organizational 
climate' and ' cooperation' in particular along with employees' positive feeling 
Table-4.4 
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Stepwise Multiple Regression 
Predictors(IVs) of Organizational Commitment (DV) 
Sample of Managers (N=230) 
ANOVA« 
Model 
1 
2 
3 
4 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
5885.365 
11581.92 
17467.29 
6481.553 
10985.73 
17467.29 
6750.175 
10717.11 
17467.29 
6946.582 
10520.70 
17467.29 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
4 
225 
229 
Mean 
Square 
5885.365 
50.798 
3240.777 
48.395 
2250.058 
47.421 
1736.646 
46.759 
F 
115.858 
66.965 
-
47.449 
37.141 
Sig. 
.000^ 
.000" 
.000= 
.000<^ 
a. Predictors: (Constant), VI3 
b. Predictors: (Constant), VI3, V14 
c. Predictors: (Constant), VI3 , V I4 , V3 
d. Predictors: (Constant), VI3, V14, V3, V12 
e. Dependent Variable: V I8 
Table-4.4A 
Coefficients showing the Real Predictor Variables* 
Model 
1 
2 
3 
4 
(Constant) 
VI3 
(Constant) 
VI3 
V14 
(Constant) 
VI3 
VI4 
V3 
(Constant) 
VI3 
V14 
V3 
V12 
Unstandardized 
Coefficients 
B 
54.495 
.237 
52.217 
.158 
.398 
50.534 
.222 
.412 
-.477 
51.000 
.174 
.408 
-.519 
.583 
Std. Error 
2.647 
.022 
2.664 
.031 
.113 
2.730 
.041 
.112 
.200 
2.720 
.047 
.112 
.200 
.284 
Standard! 
zed 
Coefficie 
nts 
Beta 
.580 
.385 
.269 
.543 
.278 
-.206 
.426 
.276 
-.224 
.171 
t 
20.590 
10.764 
19.604 
5.036 
3.510 
18.512 
5.398 
3.669 
-2.380 
18.749 
3.706 
3.657 
-2.594 
2.049 
Sig. 
.000 
.000 
.000 
.000 
.001 
.000 
.000 
.000 
.018 
.000 
.000 
.000 
.010 
.042 
a. Dependent Variable: V18 
of 'perceived upward mobolity'. In view of such findings null-hypotheses -
H027, H028, HO 17 and H026 ( given in Chapter - H pp.86-89) are found to 
be rejected. Out of the findings a general picture emerged that organizational 
climate maintaining trust and team work along with developing cooperation 
among employees with the avenues for providing fair and greater upward 
mobility are the most important out comes of HRD activities that help in 
developing and maintaining organizational commitment. 
In the preceeding discussion and description of results the predictors 
(IVs) of the various three dimensions of organizational commitment and 
organizational commitment £is a whole for the total sample group were 
discussed. And now QWL and its various dimensions (DVs) will be taken 
for identifying their predictors (TVs). 
In the Table - 4.5 the influence of predictor variables (TVs) have been 
shown for the 'work itself (V,,) - a dimension of QWL (DV) and the F -
value ( F=26.486) found to be highly significant which denote that there are 
certainly some predictor variables (TVs) significantly influencing one of the 
QWL dimension namely ' work itseir. It is amply clear fi-om the Table -
4.5A that the IVs that entered to the equation are 'felxibility' (V,o), 'forecasting 
human resource need' in organization (V,), 'fairly liberal management 
fiinctions' (Vj), and ' recognition' (V^) - all these are the dimensions of HRD 
stratigies that significantiy influence 'work-itselT (V,,) - a dimension of QWL 
(DV). As their corresponding t - values given in the Table 4.5A ranging fi-om 
maximum t = 14.717 to the minimum t = 3.085 are highly significant far 
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Stepwise Multiple Regression 
Predictors(IVs) of Work-itself(DV)-a dimension of QWL 
Sample of Managers(N=230) 
ANOVA* 
Model 
1 
2 
3 
4 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
340.872 
1085.428 
1426.300 
393.276 
1033.024 
1426.300 
415.578 
1010.722 
1426.300 
456.596 
969.704 
1426.300 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
4 
225 
229 
Mean 
Square 
340.872 
4.761 
196.638 
4.551 
138.526 
4.472 
114.149 
4.310 
F 
71.602 
43.210 
30.975 
26.486 
Sig. 
.000^ 
.000" 
OOQc 
.000'' 
a. Predictors: (Constant), V I 0 
b. Predictors: (Constant), V I0 , V I 
c. Predictors: (Constant), V I0 , V I , V5 
d. Predictors: (Constant), V10, V I , V5, V9 
e. Dependent Variable: V19 
Table-4.5A 
Coefficients showing the Real Predictor Variables* 
Model 
1 
2 
3 
4 
(Constant) 
VI0 
(Constant) 
VI0 
VI 
(Constant) 
VI0 
VI 
V5 
(Constant) 
V10 
V1 
V5 
V9 
Unstandardized 
CoefTicients 
B 
10.960 
.587 
10.487 
.444 
.315 
11.446 
.462 
.401 
-.152 
12.090 
.364 
.368 
-.228 
.230 
Std. Enx)r 
.693 
.069 
.692 
.080 
.093 
.809 
.080 
.100 
.068 
.822 
.084 
.098 
.071 
.075 
Standard! 
zed 
Coefficie 
nts 
Beta 
.489 
.369 
.226 
.385 
.288 
-.144 
.303 
.264 
-.216 
.221 
t 
15.804 
8.462 
15.151 
5.548 
3.393 
14.142 
5.799 
4.020 
-2.233 
14.717 
4.310 
3.738 
-3.202 
3.085 
Sig. 
.000 
.000 
.000 
.000 
.001 
.000 
.000 
.000 
.027 
.000 
.000 
.000 
.002 
.002 
a. Dependent Variable: VI9 
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beyond .01 level of confidence. And hence, the relative null - hypotheses -
HOlO, HOI, H05, and H09 (given in chapter-E pp.86-89) rendered rejected. 
In the light of findings given in the Table - 4.5A that HRD activities 
especially the 'flexibility' in organization, (V,p) arranging human resources 
through 'forecasting the need of human resource' (V,), ' fairly liberal 
management functions' (V^) and the psycological support provided by 
recognizing and appreciating their hardship and skillfiil endeavours (V,) are 
found to make the 'work-i tself highly attractive and enriched that 
subsequently is most likely to enhance employees' QWL perception. In this 
regard it is important to mention that in the present modem era to coercive 
techniques for motivating people at v/ork has almost getting extinct except in 
a few conditions and orfly carrot - approach is highly being used for motivating 
employees. This later approach has become globally popular and in all spheres 
of life either family, school or work situations this approach is observed and 
found to be very effective in mastering the environment according to wishes 
and desires. So for as Carrot - approach is concerened it does not only involve 
financial implications but also the non - financial. Carrot - approach has 
very effective psychological implications to develope and maintain employees' 
motivation and satisfaction leading to positive and fruitful behavioural out-
comes. 
Table - 4.6 and Table - 4.6A provide a clear picture of the predictor 
variables (TVs) influencing an another QWL (DV) dimension viz., 'employees' 
participation' (V^^). In this case ' perceived upward-mobility' (V,^) and the 
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Table-4.6 
Stepwise Multiple Regression 
Predictors(IVs) of Employee's Participation(DV)-A dimension of QWL 
Sample of Managers(N=230) 
ANOVA<' 
Model 
1 
2 
3 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
530.418 
866.468 
1396.887 
649.491 
747.396 
1396.887 
666.962 
729.925 
1396.887 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
Mean 
Square 
530.418 
3.800 
324.745 
3.292 
222.321 
3.230 
F 
139.573 
98.632 
68.835 
Sig. 
.000^ 
.000" 
.000^ 
a. Predictors: (Constant), V14 
b. Predictors: (Constant), V14, V9 
c. Predictors: (Constant), VI4, V9, VI0 
d. Dependent Variable: V20 
Table-4.6A 
Coefficients showing the Real Predictor Variables* 
Model 
1 
2 
3 
(Constant) 
V14 
(Constant) 
VI4 
V9 
(Constant) 
V14 
V9 
VI0 
Unstandardized 
Coefficients 
B 
1.481 
.258 
1.386 
.194 
.339 
.574 
.179 
.281 
.164 
Std. En-or 
.655 
.022 
.610 
.023 
.056 
.698 
.024 
.061 
.070 
Standardi 
zed 
Coefficie 
nts 
Beta 
.616 
.464 
.329 
.427 
.273 
.138 
t 
2.262 
11.814 
2.273 
8.463 
6.014 
.822 
7.569 
4.578 
2.326 
Sig. 
.025 
.000 
.024 
.000 
.000 
.412 
.000 
.000 
.021 
a. Dependent Variable: V20 
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two dimensions of HRD activities viz., 'recognition' (V^), 'flexibility' (V,Q) 
are found to be the predictor of 'employees ' participation'CVjj,) - a dimension 
of QWL (DV). And in effect, the related null-hypotheses - HO 14, H09 and 
HO 10 (given in chapter n pp . ) stand rejected. It seems clear from the factors 
emerged as predictors of one of the Q W L dimension viz., 'employees 
participation' that the fectors of the employees' perception of upward mobility, 
organizational flexibility and recognition aspects are more important as positive 
perception and practical experience of the employees, force them to have a 
greater will of participation otherwise the employees may be reluctant in 
participation process adversly affecting QWL perception. 
One of the important dimensions of QWL (DV) Viz., 'physical working 
conditions' (Vj,) is also found to be the function of number of IVs as F -
Value ( F=55.750) given in Table - 4.7 is highly significant even fer fer beyond 
.01 level of confidence. Table - 4.7A highlights the variables which have their 
significant influence on ^physical working conditions' (Vj,) - a dimension 
of Q W L (DV). These isolated IVs are 'Over-all H R D activities ' (V^^); ' 
organizational climate' (V3) ; ' total quality mangement' (V^); ' competition' 
(V,,); and ' forecasting human resource need in organization' (Vj) as all the 
t-values - t=2.738, t=2.430, t=3.522, t=2.783 and t=2.378 given in the 
Table - 4.7A are significant and as a result related null-hypotheses - HOI 3, 
H03, H07, HOI 1, and HOI (given in chapter-II pp.86-89) stand rejected and 
against to these remaining null-hypotheses stand accepted. 
Before discussing the pattern of the present findings it is important to 
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Table-4.7 
Stepwise Multiple Regression 
Predictors(IVs) of Physical Working Condition(DV)-A dimension of QWL 
Sample of Managers(N=230) 
A N O V A ' 
Model 
1 
2 
3 
4 
5 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residi^l 
Total 
Sum of 
Squares 
189.674 
197.756 
387.430 
198.931 
188.499 
387.430 
206.197 
181.233 
387.430 
210.453 
176.978 
387.430 
214.811 
172.619 
387.430 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
4 
225 
229 
5 
224 
229 
Mean 
Square 
189.674 
.867 
99.466 
.830 
68.732 
.802 
52.613 
.787 
42.962 
.771 
F 
218.682 
119.782 
85.710 
66.890 
55.750 
Sig. 
.000^ 
.000" 
.000^ = 
.000'^ 
.000^ 
a. Predictors: (Constant), V I3 
b. Predictors: (Constant), V I3 , V3 
c. Predictors: (Constant), V I3 , V3, V7 
d. Predictors: (Constant), V13, V3, V7, V11 
e. Predictors: (Constant), V I3 , V3, V7, V11, V I 
f. Dependent Variable: V21 
Table-4.7A 
Coefficients showing the Real Predictor Variables* 
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HAodel 
1 
2 
3 
4 
5 
(Constant) 
V13 
(Constant) 
V13 
V3 
(Constant) 
V13 
V3 
V7 
(Constant) 
V13 
V3 
V7 
V11 
(Constant) 
V13 
V3 
V7 
V11 
V1 
Unstandardized 
Coefficients 
B 
1.484 
4.258E-02 
1.188 
5.504E-02 
-8.8E-02 
1.457 
4.304E-02 
-8.3E-02 
9.026E-02 
1.526 
3.353E-02 
-7.1E-02 
.104 
8.933E-02 
1.755 
2.310E-02 
-6.4E-02 
.106 
.108 
.123 
Std. Error 
.346 
.003 
.350 
.005 
.026 
.355 
.006 
.026 
.030 
.353 
.007 
.026 
.030 
.038 
.362 
.008 
.026 
.030 
.039 
.052 
Standard! 
zed 
Coefficie 
nts 
Beta 
.700 
.904 
-.257 
.707 
-2A^ 
.230 
.551 
-.207 
.266 
.148 
.380 
-.185 
.269 
.179 
.169 
t 
4.292 
14.788 
3.396 
11.772 
-3.339 
4.102 
7.073 
-3.180 
3.010 
4.321 
4.606 
-2.707 
3.439 
2.326 
4.841 
2.738 
-2.430 
3.522 
2.783 
2.378 
Sig. 
.000 
.000 
.001 
.000 
.001 
.000 
.000 
.002 
.003 
.000 
.000 
.007 
.001 
.021 
.000 
.007 
.016 
.001 
.006 
.018 
a. Dependent Variable: V21 
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point out tha t ' physical working condition' is the condition where employees 
feel comfortable in carrying out their job activities. Keeping this meaning it is 
very much implicit that both physical environment and the conditions releted 
to the employees are important in striking a balance to develope and maintain 
the positive peception and feeling of comfortable journey at work. If such 
views about the physical working conditions are relevat then definitely ' over 
all H R D activities ' , ' support ive organizational c l imate ' , total qualit>' 
management', 'competition' along with ' forecasting human resource need ' 
for immediately filling the vacuum aspects are instrumental in inculcating the 
positive employees' perception of healthy and conducive physical working 
condition leading to enrich one's Q W L . It will not be out of context to 
emphasize that HRD activities in general and its various aspects in particular 
are all endeavoured to enhance and improve befitting conditions for 
maximum utilization of resources, where enriched and conducive physical 
working conditions are the prerequisites . 
Table-4.8 highlights the influence of FVs on one of the dimention of 
Q W L (DV) Viz., 'family relation' (Vjj). The aspect of 'family relat ion' 
(DV) is found to be influnced by predictor variable Viz., 'over-all HRD' (V^) 
the aspect of 'organizational change' (V^) and the 'organizational climate' 
(V3) (Table-4.8A). Hence the proposed null-hypotheses- HOI 3, H04 and 
H03 get rejected ( given in Chapter-H pp.86-89) 
Sometimes it looks that the two variables have no direct relationship 
or one variable which is influncing the other is not relevant but inspite of 
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Table-4.8 
Stepwise Multiple Regression 
Predictors(IVs) of Family Relations(DV)-a dimension of QWL 
Sample of Managers(N=230) 
ANOVA" 
Model 
1 
2 
3 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
80.485 
306.737 
387.222 
146.593 
240.629 
387.222 
157.363 
229.859 
387.222 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
Mean 
Square 
80.485 
1.345 
73.296 
1.060 
52.454 
1.017 
F 
59.825 
69.145 
51.574 
Sig. 
.000« 
.000" 
.000'= 
a. Predictors: (Constant), VI3 
b. Predictors: (Constant), V13, V4 
c. Predictors: (Constant), VI3, V4, V3 
d. Dependent Variable: V22 
Table-4.8A 
Coefficients shoeing the Real Predictor Variables* 
Model 
1 
2 
3 
(Constant) 
VI3 
(Constant) 
VI3 
V4 
(Constant) 
VI3 
V4 
V3 
Unstandardized 
Coefficients 
B 
5.187 
2.774E-02 
6.251 
4.255E-02 
-.257 
6.020 
5.769E-02 
-.281 
-9.8E-02 
Std. Emsr 
.431 
.004 
.405 
.004 
.033 
.403 
.006 
.033 
.030 
Standard! 
zed 
Coefficie 
nts 
Beta 
.456 
.699 
-.480 
.948 
-.524 
-.284 
t 
12.042 
7.735 
15.420 
11.516 
-7.897 
14.927 
9.787 
-8.583 
-3.254 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.001 
a. Dependent Variable: V22 
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this realty if one moves into the depth of the interwone complex relationship 
of the various factors, then it comes to forefront that every thing that exit 
in the environ ment or in the universe in general have their influence on 
each other. The same is found to be true here that 'over all HRD activities', 
organizational change; and organizational climate' aspects are found 
instrumental in influencing family relation and causing to contribute in 
enhancing employees' QWL perception. Such cause and efifect relationships 
can be the oucome of employees' feeling of well being induced by HRD 
activities in general, and specifically through the 'organizational change' and 
supportive organizational climate, hence in all these factors in conjuction 
thereof help in enchancing employees' status and their relationships with the 
femily members. It is generally observed, that family members give weightage 
to those who are well placed and belong to the organization providing 
maximum benifits to the employees, hence, the same condition seems to 
be valid have in supporting the result. 
Table-4.9 Indicate the influence of predictor variables on one of the 
dimensions of QWL (DV) Viz., 'organizational policies' (y^s^ ^^ F-value 
(F = 73.465) is significant well beyond .01 level of confidence. Isolating the 
predictors the, Table-4.9A indicates that 'over all HRD' (Vjj), 'appraisal 
system' (Vg), 'employee - management relations' (V^) 'total quality 
management' (V^) and 'organizational change' (V^) have emerged to 
significantly influence 'organizational policies' (DV) as their t-values ~ t = 
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Table-4.9 
Stepwise Multiple Regression 
Predictors(IVs) of Organizational Policies(DV)-a dimension of QWL 
Sample of Managers(N=230) 
ANOVA' 
Model 
1 
2 
3 
4 
5 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
537.967 
560.381 
1098.348 
610.987 
487.361 
1098.348 
655.941 
442.407 
1098.348 
670.610 
427.738 
1098.348 
682.284 
416.064 
1098.348 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
4 
225 
229 
5 
224 
229 
Mean 
Square 
537.967 
2.458 
305.494 
2.147 
218.647 
1.958 
167.652 
1.901 
136.457 
1.857 
F 
218.880 
142.291 
111.694 
88.189 
73.465 
Sig 
.000» 
.000" 
.000«= 
ooo*" 
.000« 
a. Predictors: (Constant), VI3 
b. Predictors: (Constant), VI3, V8 
c. Predictors: (Constant), VI3, V8, V6 
d. Predictors: (Constant), VI3. V8. V6, V7 
e. Predictors: (Constant), VI3, V8, V6, V7, 
f. Dependent Variable: V23 
V4 
Table-4.9A 
Coefficients showing the Real Predictor Variables* 
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Model 
1 
2 
3 
4 
5 
(Constant) 
V13 
(Constant) 
V13 
V8 
(Constant) 
V13 
V8 
V6 
(Constant) 
V13 
V8 
V6 
V7 
(Constant) 
V13 
V8 
V6 
V7 
V4 
Unstandardized 
Coefficients 
B 
1.263 
7.171E-02 
-1.042 
5.775E-02 
.438 
-.885 
3.798E-02 
.407 
.207 
-.632 
2.335E-02 
.428 
.184 
.131 
8.312E-02 
3.498E-02 
.378 
.162 
.121 
-.116 
Std. Error 
.582 
.005 
.673 
.005 
.075 
.643 
.006 
.072 
.043 
.640 
.008 
.071 
.043 
.047 
.694 
.009 
.073 
.044 
.047 
.046 
Standard! 
zed 
Coefficie 
nts 
Beta 
.700 
.564 
.292 
.371 
.271 
.287 
.228 
.285 
.255 
.198 
.341 
.252 
.224 
.184 
-.128 
t 
2.170 
14.795 
-1.550 
11.269 
5.832 
-1.376 
5.935 
5.650 
4.792 
-.987 
2.841 
5.998 
4.234 
2.778 
.120 
3.739 
5.161 
3.696 
2.597 
-2.507 
Sig. 
.031 
.000 
.123 
.000 
.000 
.170 
.000 
.000 
.000 
.325 
.005 
.000 
.000 
.006 
.905 
.000 
.000 
.000 
.010 
.013 
a. Dependent Variable: V23 
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significant far beyond .01 level of confidence . Therefore the related null-
hypothesis - HO 13, H08 , HOT and H04 (given in Chapter-II pp.86-89) are 
found to be rejected. 
The finding seems to be quite logical in the sense that organizations' 
intentions and motivations to implement properly H R D activities in itself 
force the organizations to have liberal and the conducive policies most suited 
to the employees and the organizations as wel l , hence, these two are highly 
inter-dependent. In v iew to this contention, HRD activities as a whole and 
especially its various aspects viz., 'appraisal system', (V^), ' employee -
management r e l a t i o n s ' (V^), ' to ta l quali ty m a n a g e m e n t ' ( V g ) , and 
'organizational change ' (V^) are found to be relevant and instrumental in 
predicting organizational policies to the direction generating deep-rooted human 
touch and concern. 
QWL (DV) dimension v iz . , ' union management relations' (V^^) have 
been found to be predicted as F-value given in Table-4.10 is highly significant 
and by extending the analysis , the results of which is given in Table -
4.10A A\iiich clearly reveals that six predictor variables viz., 'overall H R D 
activities' (V^), and its various aspects v iz . , ' training' (V^), 'organizational 
climate' (Vjj) along with the variable of 'perceived upward-mobility' (V,^) 
have emerged to influence 'union - management relations' (V^^ - a dimension 
of QWL (DV). Therefore related nu l l -hypotheses -H0l3 , H 0 2 , H 0 3 , 
H014,H011 and H012 (given in chapter-U pp.) are found rejected. It is well 
in-time and place to mention here that union management relations are usually 
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Table-4.10 
Stepwise Multiple Regression 
Predictors(IVs) of Union Management Relation(DV)-a dimension of QWL 
Sample of Managers(N=230) 
ANOVAO 
Model 
1 
2 
3 
4 
5 
6 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
206.423 
613.664 
820.087 
240.453 
579.634 
820.087 
264.610 
555.477 
820.087 
276.758 
543.329 
820.087 
286.922 
533.165 
820.087 
299.010 
521.077 
1 820.087 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
4 
225 
229 
5 
224 
229 
6 
223 
229 
Mean 
Square 
206.423 
2.692 
120.226 
2.553 
88.203 
2.458 
69.190 
2.415 
57.384 
2.380 
49.835 
2.337 
F 
76.694 
47.084 
35.886 
28.652 
24.109 
21.327 
Sig. 
.000^ 
.000^ 
.000<= 
.000"^ 
.000« 
.000' 
a. Predictors: (Constant), V I 3 
b. Predictors: (Constant), V I3 . V2 
c. Predictors: (Constant). V I3 , V2, V3 
d. Predictors: (Constant), V13, V2, V3, V14 
e. Predictors: (Constant), V I3 , V2, V3, V14, V I I 
f. Predictors: (Constant), V13, V2, V3, V14, V I I , V12 
g. Dependent Variable: V24 
Table-4.10A 
Coefficients showing the Real Predictor Variables' 
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Model 
1 
2 
3 
4 
5 
6 
(Constant) 
V13 
(Constant) 
V13 
\/2 
(Constant) 
V13 
V2 
V3 
(Constant) 
V13 
V2 
V3 
V14 
(Constant) 
V13 
V2 
V3 
V14 
V11 
(Constant) 
V13 
V2 
V3 
V14 
V11 
V12 
Unstandardized 
CoefTicients 
B 1 
1.619 
4.442E-02 
1.836 
6.007E-02 
-.199 
1.374 
8.172E-02 
-.217 
-.144 
1.024 
7.043E-02 
-.210 
-.148 
5.695E-02 
.955 
8.126E-02 
-.211 
-.165 
6.155E-02 
-.136 
.854 
9.946E-02 
-.247 
-.161 
6.258E-02 
-.163 
-.153 
Std. Error 
.609 
.005 
.596 
.007 
.055 
.603 
.009 
.054 
.046 
.618 
.011 
.053 
.045 
.025 
.615 
.012 
.053 
.046 
.025 
.066 
.611 
.014 
.055 
.045 
.025 
.066 
.067 
Standard! 
zed 
Coefficie 
nts 
Beta 
.502 
.678 
-.270 
.923 
-.294 
-.286 
.795 
-.284 
-.296 
.178 
.918 
-.285 
-.330 
.192 
-.155 
1.123 
-.334 
-.321 
.195 
-.186 
-.207 
t 
2.658 
8.758 
3.079 
9.184 
-3.651 
2.277 
8.668 
-4.033 
-3.135 
1.656 
6.636 
-3.928 
-3.266 
2.243 
1.555 
6.905 
-3.966 
-3.607 
2.432 
-2.066 
1.398 
7.033 
-4.489 
-3.538 
2.495 
-2.464 
-2.274 
Sig. 
.008 
.000 
.002 
.000 
.000 
.024 
.000 
.000 
.002 
.099 
.000 
.000 
.001 
.026 
.121 
.000 
.000 
.000 
.016 
.040 
.163 
.000 
.000 
.000 
.013 
.015 
.024 
a. Dependent Variable: V24 
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constrained wiien organizations are poorly managed with the little emphasis 
on H R D activities and poor avenues of employees' upward-mobility. Hence, 
HRD activities along with greater chance of upward-mobility moderate the 
relationship between union and the management. 
One of the dimensions of Q W L (DV) viz., ' organizational climate ' 
(V25) is also found to be predicted by some of the FVs as F-value (F=37.775) 
given in Table - 4.11 is highly significant far beyond .01 level of confidence. 
Going fijrther into the depth of the analysis it is found that predictor variables 
namely ' overall HRD act iv i t ies ' (Vjj) ; ' fairly liberal management 
fiinctions'CVj); 'forecasting human resource need' ( V , ) ; ' flexibility' (V,^); 
and the factor o f perceived upward-mobility"(V,^) are important variables 
contributing and predicting 'organizational climate' as their statistical value 
ranging fi-om t=2.120 to t=3.018 are significant beyond .05 level. As a result 
of the emergence of these significant predictors related null-hypotheses HO 13, 
H05, HOI, HOlO, and H014 rendered rejected (given in chapter 11 pp.86-
89) wdiere as the remaining nuIl-hyp>otheses get accepted. 
In the view of the predictors of 'organizational climate' it can be said 
without reservation that for organizational climate being one of the dimensions 
of Q W L is most likely to be the fiinction of 'overall H R D activities' and 
especially of its various dimensions namely 'fairly liberal management ' , 
'forecasting human resource needs' and 'flexibility' and moreover the aspects 
of 'perceived upward-mobility'. In this regard this is imperative to mention 
the history of organizational eflBciency where behavioural scientists especieilly 
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psychologists, supervisors and managers have been consistently making all 
possible eflForts to enhance human motivation, satisfection and now^ their quality 
of work life for attaining organizational efifectiveness. Work is an old 
phenomena that is existing right from the very existance of man on earth but, 
because of the little human desires and availibility of greater time and space, 
the efficiency was never taken into consideration till the pre-industrial revolution 
era. Industrial revolution was a necessary outcome of the need and the concept 
of mass production and Taylor's Scientific Management was a land mark in 
the history of human efficiency at work that hardly took place during the 
end of 19th and the begining of the 20th century. Therefore, strategies 
continued to improve human efficiency and during mid 1920's leadership 
behaviovir and consequently organizational climate came up as important 
aspects heavily influencing human motivation, satisfaction and efficiency at 
large. From the date mid-1920's the entire orientation changed for humanized 
work conditions and still the concept of humanization prevails over in the 
work situation. Hence, HRD activities for the last more than two and a half 
decades has been getting popularity that positively influence employees' QWL 
specially by improving organizational climate (DV). Moreover perveived 
upward-mobility either in the form of heirarchical progression or salary 
progression is also found to predict organizational climate as employees 
perceiving greater upward-mobility attribute to organizational climate as 
conducive, supportive, and fair vviiereas, when people perceive the job carrying 
no or very less promotion, they attribute the climate as suffocative and 
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Table-4.11 
Stepwise Multiple Regression 
Predictors(IVs) of Organizational Cliinate(DV)-a dimension of QWL 
Sample of Managers(N=230) 
ANOVA' 
Model 
1 
2 
3 
4 
5 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
287.088 
517.156 
804.243 
329.048 
475.195 
804.243 
346.335 
457.909 
804.243 
359.160 
445.084 
804.243 
367.914 
436.330 
804.243 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
4 
225 
229 
5 
224 
229 
Mean 
Square 
287.088 
2.268 
164.524 
2.093 
115.445 
2.026 
89.790 
1.978 
73.583 
1.948 
F 
126.569 
78.593 
56.978 
45.391 
37.775 
Sig. 
.000^ 
.000" 
.000<= 
.000<^  
.000^ 
a. Predictors. (Constant), VI3 
b. Predictors: (Constant), VI3, V5 
c. Predictors: (Constant), VI3, V5, V I 
d. Predictors: (Constant), V13, V5, V I , V10 
e. Predictors: (Constant), V13, V5, V1, V10, V14 
f. Dependent Variable: V25 
Table-4.11A 
Coefficients showing the Real Predictor Variables' 
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Model 
1 
2 
3 
4 
5 
(Constant) 
VI3 
(Constant) 
V13 
V5 
(Constant) 
VI3 
V5 
V1 
(Constant) 
V13 
V5 
V1 
V10 
(Constant) 
V13 
V5 
V1 
V10 
V14 
Unstandardized 
Coefficients 
B 
.582 
5.239E-02 
.860 
7.548E-02 
-276 
1.221 
5.632E-02 
-.236 
.245 
.863 
3.808E-02 
-.168 
264 
.171 
.550 
2.914E-02 
-.174 
250 
.180 
4.854E-02 
Std. Error 
.559 
.005 
.541 
.007 
.062 
.546 
.009 
.062 
.084 
.558 
.012 
.067 
.083 
.067 
.573 
.012 
.066 
.083 
.067 
.023 
Standard! 
zed 
Coefficie 
nts 
Beta 
.597 
.861 
-.349 
.642 
-.298 
234 
.434 
-212 
.253 
.189 
.332 
-.220 
.239 
.199 
.153 
t 
1.041 
11.250 
1.590 
11.055 
-4.477 
2.235 
6.000 
-3.787 
2.921 
1.546 
3.248 
-2.513 
3.173 
2.546 
.960 
2.355 
-2.618 
3.018 
2.697 
2.120 
Sig. 
.299 
.000 
.113 
.000 
.000 
.026 
.000 
.000 
.004 
.123 
.001 
.013 
.002 
.012 
.338 
.019 
.009 
.003 
.008 
.035 
a. Dependent Variable: V25 
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inadequate leading to low perception of QWL. 
Table-4.12 and Table-4.12A indicate that predictor variables significantly 
influence 'inter-group relations'(Vj^) - a dimension of QWL(DV). Table -
4.12 highlights significant F-value whereas. Table 4.12A provides the sequence 
of predictor variables that entered to the equation and significantly influence 
the dependent variable viz., ' inter-group relations' (Vj^) - a dimension of 
QWL. The predictor va r i ab le s that emerged to inf luence are 
—'cooperation'CVjj), 'forecasting human resource need'(V,), 'training' (V^), 
' flexibility' (V,,^, 'feirly liberal management functions'(V^), and 'total quality 
management' (V^) as their corresponding statistical values t=5.67, t=4.601, 
t=4.233, t=2.947, t=3.107, and t=2.268 are found to be highly significant. 
As consequent to the findings null-hypotheses - HO 12, H01,H02,H010,H05 
and H07 (given in chapter-II pp.86-89) get rejected. Apart fi-om these null-
hypotheses the remaining null-hypotheses are found to be accepted. 
So for as QWL with special reference to intergroup relations is 
concerned it is here found to be the fiinction of number of HRD activities 
especially in the areas of cooperation, forecasting human resource needs, the 
training aspect, the flexibilty in intergroup relations, fairly liberal management 
fiinctions and total quality management.HRD activities taking care of these 
afore mentiond aspects will definitely be developing a very harmonious inter-
group relations a key aspect giving rise to the high perception of 
employees'QWL. Inter-group relation not only influence employees' QWL 
but it also influence employees' productive efficiency. 
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Table-4.12 
Stepwise Multiple Regression 
Predictors(IVs) of Intergroup Relations(DV)-a dimension of QWL 
Sample of Managers(N=230) 
ANOVAO 
Model 
1 
2 
3 
4 
5 
6 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
309.287 
647.934 
957.222 
374.512 
582.709 
957.222 
407.803 
549.419 
957.222 
434.928 
522.293 
957.222 
448.525 
508.697 
957.222 
459.995 
497.227 
957.222 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
4 
225 
229 
5 
224 
229 
6 
223 
229 
Mean 
Square 
309.287 
2.842 
187.256 
2.567 
135.934 
2.431 
108.732 
2.321 
89.705 
2.271 
76.666 
2.230 
F 
108.834 
72.947 
55.916 
46.841 
39.501 
34.384 
Sig. 
oooa 
.000'' 
.000"= 
.000«* 
.000* 
.000' 
a. Predictors: (Constant), VI2 
b. Predictors: (Constant). VI2, V1 
c. Predictors: (Constant), VI2. VI , V2 
d. Predictors: (Constant). V12. VI. V2. V10 
e. Predictors: (Constant), V12, VI, V2, V10, V5 
f. Predictors: (Constant). VI2, VI . V2. V10. V5, V7 
9- Dependent Variable: V26 
Table-4.12A 
Coefficients showing the Real Predictor Variables* 
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Model 
1 
2 
3 
4 
5 
6 
(Constant) 
V12 
(Constant) 
VI2 
V1 
(Constant) 
V12 
V1 
V2 
(Constant) 
V12 
V1 
V2 
V10 
(Constant) 
V12 
V1 
V2 
V10 
V5 
(Constant) 
V12 
V1 
V2 
V10 
V5 
V7 
Unstandardized 
Coefficients 
B 
6.769 
.454 
6.205 
.280 
.388 
7.186 
.300 
.487 
-.171 
6.291 
.284 
.407 
-.216 
.205 
6.809 
.341 
.422 
-.187 
.203 
-.134 
6.970 
.320 
.378 
-.203 
.177 
-.180 
.104 
Std. En-or 
.452 
.044 
.444 
.054 
.077 
.507 
.053 
.079 
.046 
.560 
.052 
.081 
.047 
.060 
.593 
.056 
.080 
.048 
.059 
.055 
.592 
.056 
.082 
.048 
.060 
.058 
.046 
Standardi 
zed 
Coefficie 
nts 
Beta 
.568 
.351 
.340 
.375 
.427 
-.214 
.355 
.356 
-.270 
.208 
.426 
.370 
-.235 
.207 
-.155 
.400 
.331 
-.254 
.179 
-.209 
.168 
t 
14.992 
10.432 
13.989 
5.205 
5.041 
14.184 
5.691 
6.123 
-3.701 
11.233 
5.491 
5.013 
-4.597 
3.418 
11.482 
6.066 
5.247 
-3.917 
3.433 
-2.447 
11.776 
5.672 
4.601 
-4.233 
2.947 
-3.107 
2.268 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.001 
.000 
.000 
.000 
.000 
.001 
.015 
.000 
.000 
.000 
.000 
.004 
.002 
.024 
a. Dependent Variable: V26 
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The findings given in Table-4.13 revelas that IVs have their significant 
influnce on QWL (DV) dimension Viz., 'autonomy at work' (V^^) as value 
of F=84.713 is found to be highly significant well beyond .01 level of 
confidence. Extending to this result it is evident fi"om Table-4.13A that six 
rVs emerged as predictors of employees' 'autonomy at work' (V^^) one of 
the dimensions of QWL (DV). The Table-4.13A revealed the fact that 'over 
all H R D ' (Vjj); 'organizational change ' (V^); ' training' (V^) 'fairly liberal 
management fimction' (Vj) 'flexibility' (V,Q); and 'forecasting human resounce 
need' (V,) have emerged as signifcant predictors as their statistical values-
t=4.413,t=5.740, t=5.694, t=4.984, t=3.277, and t=2.265 respectively are 
highly significant, hance, related null-hypotheses- HOI 3, H04, H02 J I 0 5 , HOlO 
and HOI (given in Chapterll pp.86-89) are found rejected. 
In support of the above obtained findings it is very imperative to 
mention our point of view with regard to the employees' autonomy at work 
that this is a very important aspect which plays a key role in organizational 
development and the organizational effectiveness as well. But so for as 
provision for providing greater autonomy to the employees is concerned, it is 
an outcome of this modem age of HRD approach. HRD believes in to those 
activities which help into maximum utilization of human resources by 
harnessing human capabilities and capacities through the use of t raining 
programmes, by developing psychological empowerment and considering the 
job redesign as a contineous process to be done as and wiien required to suit 
the organization and its men in mutually exclusive terms. Moreover some of 
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TabIe-4.13 
Stepwise Multiple Regression 
Prvdictiors(IVs) of Autonomy at Work(DV)-a dimension of QWL 
Sample of Managers(N=230) 
ANOVAS 
Model 
1 
2 
3 
4 
5 
6 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
1016.104 
988.161 
2004.265 
1178.659 
825.606 
2004.265 
1281.817 
722.448 
2004.265 
1347.506 
656.760 
2004.265 
1379.016 
625.249 
2004.265 
1393.072 
611.193 
2004.265 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
4 
225 
229 
5 
224 
229 
6 
223 
229 
Mean 
Square 
1016.104 
4.334 
589.330 
3.637 
427.272 
3.197 
336.876 
2.919 
275.803 
2.791 
232.179 
2.741 
F 
234.447 
162.036 
133.662 
115.411 
98.808 
84.713 
Sig. 
.000^ 
.000" 
.000'= 
.000<' 
.000« 
.000' 
a. Predictors. (Constant), VI3 
b. Predictors. (Constant), VI3, V4 
c. Predictors: (Constant), V13. V4, V2 
d. Predictors: (Constant), V13. V4, V2 
e. Predictors: (Constant), VI3. V4, V2 
f. Predictors: (Constant), VI3, V4, V2, 
g. Dependent Variable: V27 
,V5 
,V5,V10 
V5,V10,V1 
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Table-4.13A 
Co«fRcients showing the Real Predictor Variables* 
Model 
1 
2 
3 
4 
5 
. 
6 
(Constant) 
V13 
(Constant) 
VI3 
V4 
(Constant) 
V13 
V4 
V2 
(Constant) 
V13 
V4 
V2 
V5 
(Constant) 
V13 
V4 
V2 
V5 
V10 
(Constant) 
V13 
V4 
V2 
V5 
V10 
V1 
Unstandardized 
Coefficients 
B 
-2.592 
9.856E-02 
-4.261 
7.534E-02 
.403 
-3.658 
.106 
.350 
-.352 
-4.289 
6.977E-«2 
.405 
-.309 
.355 
-4.653 
4.780E-02 
.346 
-.319 
.445 
.280 
-4.873 
6.875E-02 
.330 
-.332 
.398 
.271 
-.224 
Std. Error 
.773 
.006 
.751 
.007 
.060 
.712 
.008 
.057 
.062 
.693 
.011 
.056 
.060 
.075 
.686 
.013 
.057 
.059 
.078 
.083 
.687 
.016 
.057 
.058 
.080 
.083 
.099 
Standard! 
zed 
Coeffide 
nts 
Beta 
.712 
.544 
.331 
.766 
.287 
-.304 
.504 
.332 
-.267 
.284 
.345 
^84 
-.276 
.356 
.196 
.497 
.270 
-.288 
.319 
.190 
-.136 
t 
-3.353 
15.312 
-5.675 
11.008 
6.685 
-5.138 
12.641 
6.107 
-5.681 
-6.187 
6.301 
7.234 
-5.163 
4.744 
-6.778 
3.779 
6.025 
-5.443 
5.706 
3.360 
-7.092 
4.413 
5.740 
-5.694 
4.984 
3.277 
-2.265 
SIg. 
.001 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.001 
.000 
.000 
.000 
.000 
.000 
.001 
.024 
a. Dependent Variable: V27 
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the dimensions of HRD viz., 'Organizational change' (V^); the 'training'aspect 
(Vj); 'fairly liberal management functions' (V^), 'flexibility'(V,Q) and 
'forecasting human resource need ' (V,) are of special ment ion as these 
significantly predict employees' 'autonomy at work'. Once again, without any 
reservation it can be forcefully said that the realization of the importance of 
HRD in itself is a conviction in giving autonomy to employees at work with 
the modem philosophy and approach that it wall develope greater sense of 
responsibility, will enhance employees ' commi tmen t and thei r pro-
organizational involvement for the healthy and effective organizational functions 
leading to organizational growth and development. 
Table -4,14 highlights the influence of predictors on 'organizational 
commitment'(V28) - a dimension of QWL (DV). Here, before decribing the 
results it seems warranted to mention that organizational commitment is a 
very important indicator of one's QWL because without having perception 
of QWL it is difficult to have organizational commitment to the greater extent. 
Therefore, apart fi-om the variable of organizational commitment (DV) the 
same has been taken as one of the dimension of QWL(DV) . F rom Table -
4.14 it is vividly clear that IVs have their influence on one of the Q W L 
dimensions viz., 'organizational commitment' (Vjg) as F = 19.055 given in 
the table is highly significant far beyond the .01 level of confidence. And 
indepth stepwise analysis provides a very clear picture that h o w number of 
predictors entered to the equation serially one ofler the other. The predictor 
veriables that entered first to predict "organizational commitment" (DV) is 
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Stepwise Multiple Regression 
Predictors(IVs) of Oi^aiiizationalCominitinent(DV)-a dimension of QWL 
Sample of Managers(N=230) 
ANOVA* 
Model 
1 
2 
3 
4 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
136.261 
588.582 
723.843 
155.767 
568.077 
723.843 
168.801 
555.042 
723.843 
183.161 
540.682 
1 723.843 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
4 
225 
229 
Mean 
Square 
135.261 
2.582 
77.883 
2.503 
56.267 
2.456 
45.790 
2.403 
F 
52.396 
31.122 
22.911 
19.055 
Sig. 
.000^ 
.000'' 
.000'= 
.000*^  
a. Predictors: (Constant), V13 
b. Predictors: (Constant), V13, V2 
c. Predictors: (Constant), VI3, V2, V6 
d. Predictors: (Constant), V13, V2, V6, V I I 
e. Dependent Variable: V28 
Table-4.14A 
Coefficients Showing the Real Predictor Variables* 
Model 
1 
2 
3 
4 
(Constant) 
VI3 
(Constant) 
VI3 
V2 
(Constant) 
VI3 
V2 
V6 
(Constant) 
VI3 
V2 
V6 
V11 
Unstandardized 
Coefficients 
B 
7.376 
3.596E-02 
7.545 
4.811E-02 
-.155 
7.541 
3.695E-02 
-.154 
.111 
7.524 
2.279E-02 
-.156 
142 
.164 
Std. Error 
.597 
.005 
.590 
.006 
.054 
.585 
.008 
.054 
.048 
.579 
.010 
.053 
.049 
.067 
Standard! 
zed 
Coefficie 
nts 
Beta 
.432 
.578 
-.223 
.444 
-.222 
.190 
.274 
-.224 
.241 
.198 
t 
12.363 
7.239 
12.779 
7.429 
-2.862 
12.893 
4.597 
-2.884 
2.304 
13.004 
2.316 
-2.937 
2.868 
2.445 
Sig. 
.000 
.000 
.000 
.000 
.005 
.000 
.000 
.004 
.022 
.000 
.021 
.004 
.005 
.015 
a. Dependent Variable: V28 
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"overall H R D " (Vj^) thereafter "training" (V^) "employee - management 
relation" (Vg) and "competition" (V„) emerged as predictors of "organizational 
commitment" . Hence, our proposed null- hypotheses- Ho,3, HOj, Ho^ and 
Ho, , rendered rejected (geven in Chapter n pp.86-89). 
In defence to the afore mentioned findings there is no need to emphasize 
again the relevance of HRD activities to boast employees' commitment. It is 
further needed to elaborate that among various HRD activities the aspect of 
'training' that harnesses human skill to vv^ork, 'employee- management relation' 
which provide healthy environment to get committed and the aspect of 
' compet i t ion ' that generate commitment at the fianctional level, are the 
significant HRD aspects that enhance organizational commitment leading to 
the enhancement of employees' perception of their own QWL. 
Table - 4,15 clearly reveals the influence of IVs as predictors of one 
of the Q W L dimensions Viz., 'supervisory relations' (DV), as value of 
F=61.004 is significant beyond .01 level of confidence. Table -4.15A in a 
stepvsdse analysis indicate that 'forecasting human resource need ' (V,); 
'flexibility' (V,o); 'training' (V^) ; 'overall HRD'(V,3) and 'appraisal system' 
(Vg) entered to the equation in the same sequence predicting 'supervisory 
relations' (V29) - an aspect of employees' QWL (DV). As their t-values ranging 
fi-om minimum t=2.178 to the maximum t= 5.251 are found to be highly 
significant. Therefore, null-hypotheses - Ho i ,Ho 10, Ho2, H o 13 and H08 
(given in Chapter - n pp.86-89) are statistically found rejected. 
The earlier discussion with regard to various findings directly or 
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TabIe-4.15 
Stepwise Muhiple Regression 
Predictors(IVs) of Supervisory Relations(DV)-a dimension of QWL 
Sample of Managers(N=230) 
ANOVA' 
Model 
1 
2 
3 
4 
5 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
375.874 
614.908 
990.783 
483.830 
506.953 
990.783 
536.177 
454.606 
990.783 
562.374 
428.408 
990.783 
571.261 
419.522 
990.783 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
4 
225 
229 
5 
224 
229 
Mean 
Square 
375.874 
2.697 
241.915 
2.233 
178.726 
2.012 
140.594 
1.904 
114.252 
1.873 
F 
139.369 
108.323 
88.851 
73.840 
61.004 
Sig. 
.000^ 
.000" 
.000= 
OOO** 
.000* 
a. Predictors: (Constant), VI 
b. Predictors: (Constant), VI , VI0 
c. Predictors: (Constant), VI, V10, V2 
d. Predictors: (Constant), VI , V10. V2, VI3 
e. Predictors: (Constant), VI , V10, V2. V13, V8 
f. Dependent Variable: V29 
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Table-4.15A 
Coefficients showing the Real Predictor Variables* 
Model 
1 
2 
3 
4 
5 
(Constant) 
V1 
(Constant) 
V1 
V10 
(Constant) 
V1 
V10 
V2 
(Constant) 
V1 
V10 
V2 
V13 
(Constant) 
V1 
VI0 
V2 
V13 
V8 
UnstandardJzed 
Coefficients 
B 
6.345 
.715 
3.963 
.476 
.390 
4.857 
.578 
.472 
-.222 
3.913 
.399 
.372 
-.299 
3.207E-02 
4.858 
.416 
.338 
-.311 
3.922E-02 
-.160 
Std. Enror 
.377 
.061 
.485 
.065 
.056 
.492 
.065 
.056 
.044 
.542 
.079 
.060 
.047 
.009 
.691 
.079 
.062 
.047 
.009 
.073 
Standard! 
zed 
Coefficie 
nts 
Beta 
.616 
.410 
.389 
.498 
.471 
-.274 
.343 
.371 
-.369 
.330 
.358 
.338 
-.383 
.403 
-.112 
t 
16.828 
11.805 
8.173 
7.329 
6.953 
9.863 
8.919 
8.491 
-5.101 
7.213 
5.019 
6.153 
-6.341 
3.709 
7.029 
5.251 
5.461 
-6.597 
4.272 
-2.178 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.030 
a. Dependent Variable: V29 
Table-4.16 
Stepwise Multiple Regression 
Predictors(rVs) of Clarity in Organization(DV)-a dimension of QWL 
Sample of managers(N=230) 
Variables 
Entered/Remove<^ 
a. Dependent Variable: V30 
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indirectly stand valid too as HRD activities have a very healthy foundation 
and focusses on building conducive environment that may subsequently be 
instrumental in boosting organizational efifectiveness, wtiere few HRD activities 
along with the total HRD flintions have occupied much more importance. 
Table - 4.16 provides a very interesting picture witch that shows that 
none of the FVs could be found influencing one of the QWL (DV) dimension 
viz., 'clarity in organization' (V^^ j), as in stepwise multiple regression analysis 
not a single IV could enter to the equation thereby, all the preposed null-
hypotheses (given in Chapter - n pp. 86-89) have been found accepted. 
Here the finding being interesting, conveys a clearcut meaning that in 
the modem organization clarity pertaining responsibility and of other 
organizational functions are usually maintained at very high level so it loses 
its importance, hence, the predictor variables fail to elicit any significant 
influence. 
From Table - 4.17 it is evident that one of the dimensions of QWL(PV) 
viz., 'recognition' (V^,) is found to be predicted by a few IVs. Further analysis 
revealed that three predictor variables viz., 'overall HRD' (Vjj) 'fairly liberal 
management functions' (Vj) and 'perceived upward-mobility' (V,^) emerged 
to influence significantly one of the QWL (DV) dimension viz., 'recognition' 
(V3,) as their corresponding t- values ranging fi-om maximum t=8.501 to 
minimum t=6.637 are highly significant even beyond .01 level of confidence. 
And as a consequent to such finding null - hypotheses - Ho 13, Ho5 and 
Hol4 (given in Chapter-II pp.86-89) are found rejected, whereas, the 
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Table-4.17 
Stepwise Multiple Regression 
Predictors(IVs) of Recognition(DV)-a dimension of QWL 
Sample of Managers(N=230) 
ANOVA** 
Model 
1 
2 
3 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
514.945 
605.837 
1120.783 
549.852 
570.930 
1120.783 
581.426 
539.357 
1120.783 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
Mean 
Square 
514.945 
2.657 
274.926 
2.515 
193.809 
2.387 
F 
193.794 
109.310 
81.209 
Sig. 
.000^ 
.000'» 
.000= 
a. Predictors: (Constant), VI3 
b. Predictors: (Constant), VI3, V5 
c. Predictors: (Constant). V13, V5, VI4 
d. Dependent Variable: V31 
Table-4.17A 
Coefficients showing the Real Predictor Variables* 
Model 
1 
2 
3 
(Constant) 
V13 
(Constant) 
VI3 
V5 
(Constant) 
VI3 
V5 
V14 
Unstandardized 
Coefficients 
B 
1.316 
7.016E-02 
1.569 
9.122E-02 
-.252 
1.057 
7.395E-02 
-.265 
9.165E-02 
Std. Error 
.605 
.005 
.593 
.007 
.068 
.594 
.009 
.066 
.025 
Standard! 
zed 
Coefficie 
nts 
Beta 
.678 
.881 
-.269 
.714 
-.283 
.244 
t 
2.174 
13.921 
2.647 
12.190 
-3.725 
1.779 
8.501 
-4.018 
3.637 
Sig. 
.031 
.000 
.009 
.000 
.000 
.077 
.000 
.000 
.000 
a. Dependent Variable: V31 
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remanining null-hypotheses rendered accepted. 
In the light of the findings this is amply clear that H R D basically 
focusses on the basic philosophy and approach of total quality management 
(TQM) v^iiere management functions are fairly liberal and the avenues for 
perceived upward - mobility are greater hence, these assure in discrimnating 
between the poor and the best performance especially for the purpose of 
giving recognition or rejection of the employees. Highly efficient or best 
performing employees' w^orks are recognised hence, they are rewarded and 
inefficient employees are punished and hence, they are denyed incentives. It 
is further to mention here that recognition of one's talent and efficiency must 
be properly recognised or accepted as it is a greater source of one's high 
perception of QWL. 
'Economic benifits' (Vjj) - which is one of the dimension of Q W L 
(DV) is found to be influenced by number of IVs as F - value given in 
Table - 4.18 is highly significant far beyond .01 level of confidence. Among 
the predictor variables that entered to the equation significantly influencing 
the 'economic benifits' (V^^) - a dimension of Q W L (DV) are number of 
HRD functions viz., 'fairly liberal management fiintions' (V5); 'organizational 
change' (V^); 'organi2ational climate' (V3); 'cooperation' (Vj2); and 'employee 
- management relations' (V^) as their corresponding statistical values — t = 
4.620, t = 3.769, t = 3.192, t = 3.195, and t = 2.544 are found to be 
statistically significant.The findings keeps rejecting the related null-hypotheses 
- Ho5, Ho4, Ho3, Ho 12, and H06 (given in Chapter - n pp.86-89). 
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Table-4.18 
Stepwise Multiple Regression 
Predictors(IVs) of Economic Benefits(DV)-a dimension of QWL 
Sample of Managers(N=230) 
ANOVA' 
Model 
1 
2 
3 
4 
5 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
230.788 
953.212 
1184.000 
275.652 
908.348 
1184.000 
298.072 
885.928 
1184.000 
324.350 
859.650 
1184.000 
348.481 
835.519 
1184.000 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
4 
225 
229 
5 
224 
229 
Mean 
Square 
230.788 
4.181 
137.826 
4.002 
99.357 
3.920 
81.088 
3.821 
69.696 
3.730 
F 
55.203 
34.443 
25.346 
21.223 
18.685 
Sig. 
.000^ 
.000" 
.000<= 
.000'^ 
.000« 
a. Predictors; (Constant), V5 
b. Predictors: (Constant), \/5, V4 
c. Predictors: (Constant), V5, V4, V3 
d. Predictors: (Constant), V5, V4. V3, 
e. Predictors: (Constant), V5, V4, V3, 
f • Dependent Variable: V32 
VI2 
V12, V6 
Table-4.18A 
Coefficients showing ttie Real Predictor Variables* 
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Model 
1 
2 
3 
4 
5 
(Constant) 
V5 
(Constant) 
V5 
V4 
(Constant) 
V5 
V4 
V3 
(Constant) 
V5 
V4 
V3 
V12 
(Constant) 
V5 
V4 
V3 
V12 
V6 
Unstandardized 
Coefficients 
B 
8.379 
.424 
9.867 
.479 
-.190 
9.815 
.367 
-.210 
.111 
10.217 
.423 
-.204 
.170 
-.184 
9.861 
.364 
-.209 
.162 
-.229 
.136 
Std. Error 
.636 
.057 
.765 
.058 
.057 
.757 
.074 
.057 
.047 
.763 
.076 
.056 
.051 
.070 
.767 
.079 
.056 
.051 
.072 
.054 
Standard! 
zed 
Coefficie 
nts 
Beta 
.442 
.498 
-.203 
.382 
-.224 
.185 
.440 
-.217 
.283 
-.208 
.378 
-.223 
.268 
-.258 
.182 
t 
13.168 
7.430 
12.902 
8.228 
-3.348 
12.962 
4.962 
-3.697 
2 392 
13.388 
5.556 
-3.632 
3.327 
-2,623 
12.859 
4.620 
-3.769 
3.192 
-3.195 
2.544 
Sig. 
.000 
.000 
.000 
.000 
.001 
.000 
.000 
.000 
.018 
.000 
.000 
.000 
.001 
.009 
.000 
.000 
.000 
.002 
.002 
.012 
a. Dependent Variable: V32 
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While defending the influence of some predictor variables on perceived 
benifits of employees boasting their QWL, it is highly pertinent to mention 
that the nature of all the H R D activities either it is management function, 
effort to bring organizational change, organi2ational climate, cooperation or it 
is employee - management relations' do contribute to enhance employees ' 
well being reducing the likelyhood stresses. These HRD activities if are being 
carried out properly will definitely work as non-financial incentives and 
subsequently enhance the perception of having high economic benifits raising 
the perception of high QWL. 
Table -4.19 indicates the influence of predicator variables of employees' 
perceived 'self-respect' (V^j) which is one of the dimension of QWL (DV). 
The table reveals the significance of F-value (F == 38.453) far beyond .01 
level of confidence and fiirther stepwise multiple regression analysis revealed 
to the fact that 'overall H R D ' (Vjj) and some of its aspects viz., ' t raining' 
(Vj), 'forecasting human resource need' (V,), 'organizational change' (V^); 
'feirly liberal management fimctions' (V^) and 'a^jpraisal system' (Vg) emerged 
as predictors of one of the QWL dimension namely 'self- repect' as all the 
obtained t- values with respect to these IVs are found statistically highly 
significant (Table -4.19A). Therefore, null-hypotheses related to these variables 
viz.. H o 13, Ho2, H o i , Ho4, Ho5, and Ho8(given in chapter-II pp.86-89) 
rendered rejected. 
It is a matter of fact that self- respect or self- esteem is a very strong 
psychological phenomenon which at certain stage of life as well as in the 
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Table-4.19 
Stepwise Multiple Regression 
Predictors(IVs) of Self-respect(DV)-a dimension of QWL 
Sample of Managers(N=230) 
ANOVAB 
Model 
1 
2 
3 
4 
5 
6 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
363.798 
706.984 
1070.783 
471.380 
599.402 
1070.783 
500.349 
570.433 
1070.783 
513.313 
557.470 
1070.783 
529.922 
540.861 
1070.783 
544.499 
526.284 
1070.783 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
4 
225 
229 
5 
224 
229 
6 
223 
229 
Mean 
Square 
363.798 
3.101 
235.690 
2.641 
166.783 
2.524 
128.328 
2.478 
105.984 
2.415 
90.750 
2.360 
F 
117.324 
89.258 
66.078 
51.794 
43.894 
38.453 
Sig. 
.000^ 
.000" 
.000'= 
.000<^ 
.000^ 
.000' 
a. Predictors: (Constant), V I3 
b. Predictors: (Constant), VI3, V2 
c. Predictors: (Constant), VI3, V2, V I 
d. Predictors: (Constant), VI3, V2, V I 
e. Predictors: (Constant), VI3, V2, V I 
f. Predictons: (Constant), V13, V2, V1, 
g. Dependent Variable: V33 
,V4 
, V4, V5 
V4, V5, V8 
Table-4.19A 
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Coefficients showing the Real Predictor Variables* 
Model 
1 
2 
3 
4 
5 
6 
(Constant) 
V13 
(Constant) 
V13 
V2 
(Constant) 
V13 
Ml 
VI 
(Constant) 
V13 
V2 
V1 
V4 
(Constant) 
V13 
V2 
V1 
V4 
V5 
(Constant) 
V13 
V2 
VI 
V4 
V5 
V8 
Unstandardized 
Coefficients 
B 
3.421 
5.897E-02 
3.807 
8.680E-02 
-.354 
4.306 
6.617E-02 
-.346 
.310 
4.776 
7.577E-02 
-.367 
.290 
-.116 
5.018 
9.901 E-02 
-.391 
.228 
-.148 
-.185 
6.318 
.109 
-.414 
.243 
-.186 
-.185 
-.207 
Std. En-or 
.654 
.005 
.606 
.007 
.056 
.611 
.009 
.054 
.091 
.639 
.010 
.055 
.091 
.051 
.638 
.013 
.055 
.093 
.051 
.070 
.819 
.014 
.055 
.092 
.053 
.070 
.083 
Standardi 
zed 
Coefficie 
nts 
Beta 
.583 
.858 
-.420 
.654 
-.409 
.257 
.749 
-.434 
.240 
-.130 
.979 
-.463 
.189 
-.166 
-.202 
1.074 
-.490 
.201 
-.209 
-.202 
-.140 
t 
5.232 
10.832 
6.278 
13.049 
-6.383 
7.048 
7.428 
-6.358 
3.388 
7,471 
7.753 
-6.711 
3.187 
-2.287 
7.868 
7.558 
-7.147 
2.449 
-2.870 
-2.623 
7.713 
8.036 
-7.545 
2.639 
-3.497 
-2.649 
-2.485 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.001 
.000 
.000 
.000 
.002 
.023 
.000 
.000 
.000 
.015 
.004 
.009 
.000 
.000 
.000 
.009 
.001 
.009 
.014 
a. Dependent Variable: V33 
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hierarchical level in the organization plays a very significant role in realizing 
one's self-worth or position in the social network. It is found that feeling of 
self- respect is most likely to be the out come of overall HRD activities and 
e^jecially some of its &cets viz., 'training', 'forecasting human resource needs', 
organizationzil change', 'fairly liberal managment functions', and 'apprraisal 
system'. In other words it can be said that if HRD functions in its best spirit 
are undertaken then it is most likely to enhance one's perception of self respect 
boosting QWL. 
Like self-respect 'employees' health' (Vj^) also influence one's 
perception towards QWL wliich is found to be significantly predicted by some 
of rVs as F = 52.467 indicated in Table -4.20 is significant. Further analysis 
based on stepwise multiple regression advocates that HRD facets like 
'flexibility' (V,Q),'total quality management' (V^), and 'competition' (V,,), 
and 'perceived upward- mobility' (V,^) other than HRD facets are found to 
be influencing to enhance employees' health —an indicator of employees' 
QWL (Table-4.20A). It is also evident from the table that all the t-values 
are significant far beyond .01 level of confidence that subsequently compel 
to reject all the related null-hypotheses viz., HolO, Ho7, Hoi 1 and Hol4 
(given in ch^ter -11 pp.86-89). 
The nature of the predictor variables in themselves are very important 
HRD functions. If these preditor variables have been properly taken care of 
then these are most likely to reduce employees' stress specially the perception 
towards upward- mobility wWch if properly handle then employees' physical 
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Table-4.20 
Stepwise Multiple Regression 
Predictors(IVs) of Employee's Health(DV)-a dimeDsion of QWL 
Sample of Managers(N=230) 
ANOVA* 
Model 
1 
2 
3 
4 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
355.019 
617.942 
972.961 
437.760 
535.201 
972.961 
451.877 
521.084 
972.961 
468.161 
504.800 
972.961 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
4 
225 
229 
Mean 
Square 
355.019 
2.710 
218.880 
2.358 
150.626 
2.306 
117.040 
2.244 
F 
130.990 
92.836 
65.328 
52.167 
Sig. 
.000^ 
.000" 
.000*= 
.000" 
a. Predictors: (Constant), VI0 
b. Predictors: (Constant), V10, V7 
c. Predictors: (Constant), V10, V7, V I I 
d. Predictors: (Constant), VI0, V7, V11, V14 
e. Dependent Variable: V34 
Table-4.20A 
Coefficients sliowing the Real Predictor Variables* 
Model 
1 
2 
3 
4 
(Constant) 
VI0 
(Constant) 
V10 
V7 
(Constant) 
VI0 
V7 
V11 
(Constant) 
VI0 
V7 
V11 
V14 
Unstandardized 
Coefficients 
B 
3.129 
.599 
2.287 
.428 
.211 
2.559 
.494 
.233 
-.144 
1.843 
.483 
.181 
-.192 
6.232E-02 
Std. Error 
.523 
.052 
.508 
.057 
.036 
.514 
.062 
.036 
.058 
.573 
.061 
.041 
.060 
.023 
Standardi 
zed 
Coefficie 
nts 
Beta 
.604 
.432 
.339 
.497 
.375 
-.150 
.487 
.291 
-.200 
.178 
t 
5.980 
11.445 
4.501 
7.550 
5.924 
4.974 
7.963 
6.422 
-2.474 
3.216 
7.891 
4.438 
-3.193 
2.694 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.014 
.001 
.000 
.000 
.002 
.008 
a. Dependent Variable: V34 
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as well as psychological health are most likely to be enhanced contributing to 
high percived QWL. 
The last QWL dimension viz., 'promotion' (V35) is witnessed to be 
influenced by various predictors as F = 93.234 given in Table -4.21 is 
significant well beyond the .01 level of confidence. Table -4.21 A reveals that 
the real or significant predictors that are most likely significantly influencing 
the QWL facet 'promotion' (V35). The predictor variables which emerged 
to influence promotion - a facet of QWL (DV) include the numerous aspects 
of HRD fimctions viz., 'organizational change' (V^), 'fairly liberal management 
functions' (V^), 'appraisal system'(V^), 'recognition' (V^), 'organizational 
climate' (Vj) and 'total quality management' (V^) as their respective statistical 
va lues -1 = 7.200, t = 3.072, t = 2.786, t = 1.824, t = 2 .963 , and t = 2.109 
given in Table -4.21 A are highly significant. Hence , related null- hypotheses-
Ho4, Ho5, Ho8,Ho9, Ho3 and Ho7 (given in chapter -II pp.86-89) gets 
rejected. 
The patten of the findings is quite interesting as predictor variable viz., 
'perceived upward-mobility ' (V^^) failed to predict the important QWL 
dimension namely, promotion whereas, some aspects of H R D functions like 
'organizational change' , 'fairly liberal management function' , 'appriasal 
system', etc. have been found functional in enhancing one ' s avenues of 
promotion and subsequently enhancing the perception of QWL. It is necessar>' 
to point out at this juncture that promotion does not only mean the hierarchical 
upgradation but it also includes salary progression. Still there are certain jobs 
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Table-4.21 
Stepwise Multiple Regression 
Predictors(rVs) of Proinotlon(DV)-a dimension of QWL 
Sample of Managers(N=230) 
ANOVAB 
Model 
1 
2 
3 
4 
5 
6 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
153.827 
407.603 
561.430 
201.275 
360.155 
561.430 
219.278 
342.152 
561.430 
225.210 
336.221 
561.430 
234.125 
327.306 
561.430 
240.525 
320.905 
561.430 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
4 
225 
229 
5 
224 
229 
6 
223 
229 
Mean 
Square 
153.827 
1.788 
100.638 
1.587 
73.093 
1.514 
56.302 
1.494 
48.825 
1.461 
40.088 
1.439 
F 
86.046 
63.430 
48.280 
37.678 
32.046 
27.857 
Sig. 
.000^ 
.000" 
.000'= 
.000<^  
.000® 
.000' 
a. Predictors: (Constant), V4 
b. Predictors: (Constant), V4. V5 
c. Predictors: (Constant), V4, V5, V8 
d. Predictors: (Constant), V4, V5, V8, V9 
e. Predictors: (Constant), V4, V5. V8, V9 
f. Predictors: (Constant), V4, V5, V8, V9, 
g. Dependent Variable: V35 
,V3 
V3,\/7 
Table-4.21A 
Coefficients showing tlie Real Predictor Variables* 
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Model 
1 
2 
3 
4 
5 
6 
(Constant) 
V4 
(Constant) 
V4 
V5 
(Constant) 
V4 
V5 
V8 
(Constant) 
V4 
V5 
V8 
V9 
(Constant) 
V4 
V5 
V8 
V9 
V3 
(Constant) 
V4 
V5 
V8 
V9 
V3 
V7 
Unstandardized 
Coefficients 
B 
2.383 
.338 
BOO 
.283 
.200 
-.635 
.295 
.147 
.210 
-.266 
.269 
.119 
.179 
8.431 E-02 
-.190 
.276 
.181 
.180 
.107 
-7.2E-02 
-.188 
.265 
.162 
.171 
8.090E-02 
-8.9E-02 
7.424E-02 
Std. Error 
.408 
.036 
.482 
.036 
.037 
.628 
.035 
.039 
.061 
.651 
.037 
.041 
.062 
.042 
.644 
.037 
.048 
.062 
.043 
.029 
.639 
.037 
.049 
.061 
.044 
.030 
.035 
Standard! 
zed 
Coefficie 
nts 
Beta 
.523 
.439 
.303 
.456 
.222 
.195 
.417 
.179 
.167 
.129 
.427 
.273 
.167 
.164 
-.174 
.411 
.230 
.159 
.124 
-.215 
.157 
L t 
5.836 
9.276 
1.661 
7.923 
5.469 
-1.011 
8.397 
3.770 
3.448 
-.409 
7.257 
2.876 
2.880 
1.992 
-.295 
7.495 
3.772 
2.916 
2.503 
-2.470 
-.294 
7.200 
3.072 
2.786 
1.824 
-2.963 
2.109 
Sig. 
.000 
.000 
.098 
.000 
.000 
.313 
.000 
.000 
.001 
.683 
.000 
.004 
.004 
.048 
.768 
.000 
.000 
.004 
.013 
.014 
.769 
.000 
.002 
.006 
.069 
.003 
.036 
a. Dependent Variable: V35 
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specially in India wiiich are the dead- end jobs where promotions in the form 
of salary progression are rewarded to the people for inducing the sense of 
high QWL among employees. Hence, HRD activities provide a good avenues 
for harnessing employees' skill and performance that prepare themselves to 
get promotion either in the form of salary-progression or hierarchical-
upgradation. 
The preceding description of results were related to the influence of 
independent variables (predictors) on the various dimensions of QWL but 
the on-going description and discussion of results will pertain to the influence 
of rVs on employees 'over all QWL perception. 
Table- 4.22 highlights that F-value pertaining to some predictors on 
ove-all QWL are found to be highly significant far beyond .01 level of 
confidence. Further analysis (Table- 4.22A) revealed that predictor variables 
viz., 'over-all HRD activities' (V^j), 'training' (V^) 'flexibility'(V,Q), 
'organizational climate' (V3), 'perceived upward-mobility' (Vj^), and 
'employee-management relations' (V^) have their significant predictive 
influence on over-all employees' QWL perception as their statistical values 
ranging from minimum t = 2.220 to the maximum t = 5.615 are found highly 
significant wtiich subsequently reject the related null - hypotheses- Ho 13, Ho2, 
Ho 10, Hoi, Ho3, Ho 14 and H06 (given in chapter-II pp.86-89). 
The Table- 4.22A reveals an interesting cause and effect relationship 
where over-all HRD functions and upward-mobility appeared to significantly 
predict employees' over-all QWL. On the other hand, QWL is also found 
Table-4.22A 
Coefficients sliowing the Real Predictor Variables* 
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Model 
1 
2 
3 
4 
5 
6 
7 
(Constant) 
V13 
(Constant) 
VI3 
V2 
(Constant) 
V13 
V2 
V10 
(Constant) 
V13 
V2 
V10 
VI 
(Constant) 
V13 
V2 
V10 
V1 
V3 
(Constant) 
V13 
V2 
V10 
V1 
V3 
V14 
(Constant) 
V13 
V2 
V10 
V1 
V3 
VI4 
V6 
Unstandardjzed 
Coefficients 
B 
61.032 
.881 
63.050 
1.027 
-1.851 
58.729 
.876 
-1.917 
2.328 
62.778 
.711 
-1.845 
2.314 
2.502 
59.926 
.879 
-1.961 
2.073 
2.340 
-.944 
56.326 
.777 
-1.902 
2.182 
2.206 
-.982 
.521 
55.626 
.659 
-1.896 
2.535 
1.907 
-.816 
.532 
.874 
Std. Error 
5.010 
.042 
4.865 
.053 
.445 
4.804 
.063 
.430 
.551 
4.823 
.077 
.420 
.537 
.706 
4.884 
.100 
.417 
.538 
.700 
.360 
5.007 
.106 
.412 
.533 
.692 
.356 
.196 
4.974 
.117 
.408 
.551 
.699 
.361 
.195 
.394 
Standard! 
zed 
Coefficie 
nts 
Beta 
.814 
.948 
-.205 
.809 
-.212 
.209 
.656 
-.204 
.208 
.194 
.812 
-.217 
.186 
.181 
-.154 
.717 
-.210 
.196 
.171 
-.160 
.133 
.608 
-.210 
.227 
.148 
-.133 
.136 
.114 
t 
12.181 
21.124 
12.960 
19.240 
-4.156 
12.226 
14.013 
-4.458 
4.227 
13.017 
9.246 
-4.394 
4.309 
3.544 
12.270 
8.834 
-4.704 
3.851 
3.344 
-2.619 
11.249 
7.362 
-4.616 
4.097 
3.186 
-2.758 
2.652 
11.184 
5.615 
-4.642 
4.598 
2.727 
-2.262 
2.734 
1 2.220 
Sig. 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.000 
.001 
.009 
.000 
.000 
.000 
.000 
.002 
.006 
.009 
.000 
.000 
.000 
.000 
.007 
.025 
.007 
.027 
a. Dependent Variable: V36 
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Table-4.22 
Stepwise Multiple Regression 
Predictors(IVs) of QWL(DV) 
Sample of Managers(N=230) 
ANOVA" 
Model 
1 
2 
3 
4 
5 
6 
7 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Regression 
Residual 
Total 
Sum of 
Squares 
81238.05 
41509.53 
122747.6 
84173.70 
38573.88 
122747.6 
87000.42 
35747.17 
122747.6 
88890.01 
33857.57 
122747.6 
89895.95 
32851.63 
122747.6 
90900.04 
31847.55 
122747.6 
91591.78 
31155.80 
122747.6 
df 
1 
228 
229 
2 
227 
229 
3 
226 
229 
4 
225 
229 
5 
224 
229 
6 
223 
229 
7 
222 
1 229 
Mean 
Square 
81238.05 
182.059 
42086.85 
169.929 
29000.14 
158.173 
22222.50 
150.478 
17979.19 
146.659 
15150.01 
142.814 
13084.54 
140.341 
F 
446.217 
247.673 
183.344 
147.679 
122.592 
106.082 
93.234 
Sig. 
.000« 
OOO'^  
.000^ 
.000<* 
.000« 
.000' 
.0000 
a. Predictors. (Constant), V I 3 
b. Predictors: (Constant), V I 3 , V2 
c. Predictors: (Constant). V I 3 , V2 , V I 0 
d. Predictors: (Constant). V13. V 2 , V10 , V I 
e. Predictors: (Constant), V13, V2 , V 1 0 , V I 
f. Predictors: (Constant), V13, V2 , V I 0 , V I , 
g. Predictors: (Constant). V I 3 . V2 , V I 0 , V I 
h. Dependent Variable: V36 
,V3 
V3, V14 
, V3, V14, V6 
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improved as a function of some HRD functions like: 'training' (V^), 'flexibility' 
(V,p), 'forcasting human resource need' (V,), 'organizational climate' (V3) 
and 'employee-management relations' (V^. An over-all picture emerged from 
Table-4.22A that HRD programmes as well as avenues for upward-mobility 
are significantly important aspects to enhance employees' QWL in general. 
There is no need to say that how training and flexibility etc. in organization 
improves one's experience of high QWL as training improves skills, potentials 
and flexibility in organization refers to the management concern about the 
employees while dealing with them. 
At length, the description and the discussion are being terminated by 
emphasizing the importance of HRD functions and upward-mobilitj' in 
enhancing employees QWL leading to organizational effectiveness. 
Chapter - V 
Mb 
In the preceding Chapter- IV, comprehensive details of the description 
and the interpretation of resuUs have alreay been given and now, the present 
chapter is completely devoted to present conclusions in the light of the results 
obtained and moreover, to extend suggestions which can be taken into 
consideration in similar future endeavours. 
In the present study, stepwise multiple regression analysis was used to 
analyse the data wWch had power of isolating the predictor variables in sequence 
vsiiich could have significant influence on employees' total QWL and its various 
facets. The findings at a glance have been given in Table -5.1. 
In the light of the results, a very clear picture emerged that HRD activities 
as a whole (V^j) has a significant influence in enhancing employees' 
organizational commitment (V,g) as well as the employees QWL as a whole 
(Vjg). Similarly, perceived upward- mobility (V,^) also emerged to significantly 
predict organizational commitment (Vjg) and again QWL as a whole (V^^) of 
the managers working in different branches of J & K Bank. 
In addition to the major findings, it is also evident that the HRD activities 
like forecasting human resoiarce needs (V,), training (V^), organizational climate 
(for enhancing team spirit and mutual trust) (V3), fairly liberal management 
fiinctions (V^) and flexibility in the managerial functions (V,jj) have emerged 
to be the significant predictor variables influencing the v arious dimensions of 
organizational commitment and employees' QWL. It is important to note here 
that there is only one dependent variable viz., clarity in organization (Vj^) 
which is a dimension of QWL is found not to be influenced by any of the 
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predictor variables. Except this QWL dimension (DV), all the other dependent 
variables either related to organizational commitment or employees' QWL 
have their predictor variables that could have contributed to enhance 
organizational commitment or QWL. While drawing the line to conclude the 
findings, it is once again required to mention that HRD activities and employees' 
perceived upward-mobility are the important organizational aspects in providing 
and enhancing the employees' ejqjerience related to organizational commitment 
and the QWL, as these two seems to be interrelated aspects directly influencing 
employees' productive performance and the organizational effectiveness at 
large. 
Suggestions 
Having gone through Ihe present larger study leading to Ph.D work, it is 
experienced that researches epecially in the areas of behavioural sciences are 
the continuous process as wiiat results have been obtained may entirely change 
tomorrow because of dynzimic changes in human beings as well as in the 
environment. In spite of this reality eveiy research bears certain pit-falls which 
require proper care in future but in all circumstances it is observed that men 
are bom to commit errs and consequently behavioural science researches are 
never valid or tenable for-ever. Therefore, realization of the gaps left during 
the investigation is a foremost imp)ortant aspect if prop>erly cared may enhance 
the efficacy of the methodology and subsequently obtaining objective 
results in future researches. 
In the present study it is observed that there is a need for developing a 
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psychometric test which might tap the employees' reactions in the varied areas 
ofHRD flmctions.Moreover, instead of undertaking QWL as a criterion variable 
if organizational effectiveness could have been taken then that could have 
elicited revelant and direct relationship. 
Since, this investigation is conducted on the sample of managers v/orking 
in the various branches of J & K Bank Ltd. So, a peculiar result have been 
obtained. Hence, to avoid the influence of sample biasness, it is suggested that 
for obtaining greater generality of the findings such studies must be conducted 
on other sample groups epecially on the employees working in the industrial 
productive organizations. 
$tiiMnai'tf 
The present investigation was aimed to study the "Influence of HRD 
Activities and Perceived Upward-Mobility on employees' Organizational 
Commitment and QWL". The present scenario of work culture has forced the 
managers, supervisors and behavioural scientists especially, psychologists for 
adopting the philosophy of making the employees gay and happy at work 
place for enhancing their psychological attachment and involvement with the 
work and the organization, thereby, enhancing employees well-being and 
improving over-all productive eflBciency. 
In this modem world of ^ vork there has been a cry for humanizing the 
workplace by adopting different strategies Viz., job redesign, job enlargement, 
job rotation, job enrichment and finally the QWL that emerged as an umbrella 
concept encompassing all those aspects that contribute to an individuals' physical 
as well as behavioural well-being. Hence, the present endeavour was undertaken 
to identify the effect of various HRD strategies and upward-mobility on 
employees' QWL preception and their commitment with organization. 
The entire work leading to Ph.D thesis is presented in five different 
chapters. Chapter-1 deals with the history, meaning, and concepts pertaining 
to QWL, organizational commitment (dependent variables); HRD activities 
and perceived upward-mobility (independent variables). The term quality of 
worklife (QWL) appeared only after Davis (1972) presented a paper in a 
conference at Arden House, US. Thereafter, the phenomenon of QWL 
attracted the attention of psychologists, managers, and supervisors for 
undertaking it as a philosophy or as an approach in designing the strategy for 
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enhancing employees well-being, attachment and involvement with the 
organization. In fact, QWL refers to "over-all quality of human experiences in 
the work place" or in other words, it can be said that QWL is the degree of 
excellence in work and working conditions v^hich contribute to over-all 
satisfaction of individual, thereby, enhancing the organizational effectiveness. 
Employees' organizational commitment refers to the physical as well as 
behavioural involvement in and attachment with the work and organization. 
The chapter also discusses the concept of HRD activities that refers to all 
those attempts through which employees in the organization are helped to 
develop their potentials at work through training, performance appraised, job 
enrichment, and organizational development programmes. It is a widely most 
acceptable strategy that dynamically appeared in the last quartar of the 20''' 
century— an era of hi-tech and automation, that help individuals to acquire 
knowledge, skill, competence, and create a sense of belongingness and these 
in conjuction get them more job involved, subsequently leading to increasing 
employees' motivation, satiafaction and over all organizational effectiveness 
in general, at w^ork place. The perception of advancement and growth 
opportunities at work has a significant impact on employees' motivation that 
enhance productive efiBciency. The chapter also discusses the significance of 
these variables. 
Chapter -11 deals with the available survey of literature. It contains both 
theoretical and emprical works of the stalwarts working in these specific 
aspects, like QWL, organizational commitment, HRD activity, and perceived 
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upward- mobility. In the light of the survey of literature it has been found that 
there is non-availability of such type of studies, hence, there was no option left 
except to formulate null-hypotheses that have been comprehensively described 
with the general notion that neither organizational commitment and Q WL 
nor their facets will be inluenced by HRD as a wiiole, its various facets, and 
perceived upward-mobility. In this way twenty-eight (28) null-hypotheses 
were formulated in all. 
Chapter -in incorporates the methodological and procedural aspects of 
the study. The study was conducted on the sample group of managers (N=230) 
taken randomly from J & K Bank Ltd. Keeping in view the nature of the 
present study all the four scales pertaining to concerned variables were 
developed by the researcher himself. For measuring employees' QWL 
perception, a 48-item scale distributed on 17-dimensions was developed. 
Organizational Commitment Scale consisted of 15-items based on three 
dimensions. An HRD Scale consisted of 40-items covering all its 12-dimensions, 
and Perceived Upward-Mobility questionnaire consisted of 9-items. All the 
four scales were standardized by undertaking the steps for item-analysis and 
ascertaining their reliability and validity as well. 
In order to make the obtained data intelligible and interpretable. Stepwise 
Multiple Regression statistical treatment was given to the data for obtaining 
the results. 
In Chapter-FV, results and discussions were given, whereas, in chapter-
V conclusion and suggestions were given. The conclusion of the findings 
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advocate that both QWL and organizational commitment are highly and 
significantly influenced by over-all HRD activities, its various facets, and also 
by the employees' perception of upward-mobility. This ch^ter also incorporates 
suggestions in the light oftfie observation and ejqseriences held by the investigator 
during the course in carrying out this entire research investigation, which must 
be carefully under taken in such future endeavours. 
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APPENDIX-I 
GENERAL INSTRUCTIONS 
Dear sir / Respondent, 
It is pleasure to meet you for the purpose of data collection in pursuit of 
research work. This work can not be accomplished without your cooperation. 
The aim of the present endeavour is to study about the various aspects of the 
job you are doing, to know your views and opinions related to the job. The questions 
/ statements in the questionnaire are meant to know your PERSONAL VIEWS. To 
make the research endeavour successful, please, give your frank responses to each 
question/statement. 
I assure you that the informations given by you would be kept strictly 
confidential .Once again you are requested to extend your cooperation for the 
accomplishment of the task. 
Your cooperation is solicited. 
Before going through the questionnaire,please see the following 
Instructions; 
1 . Answer the question serially, i.e. as they appear in the formate. 
2 . If some statements or questions appear to be similar, even then you answer 
each of them separately. 
3 . It is expected that while answering ,you do not consultant any one else. We 
want to know your opinions, views and feeling, not other's. 
4 . Do not take too much time over any particular question. Whatever answer 
comes first to your mind, give that. 
5 . Please be as honest as possible and do not hesitate. Feel free to give your frank 
answers. These would be kept strictly confidential. 
6 . It is necessary that you answer all questions and statement. Please do not leave 
any question or statement unanswered . 
Thanking you very much. 
SHAWKAT AHMAD SHAH 
Research Scholar, 
Department of psychology, 
A . M . U ., Aligarh. 
APPENDIX - lA 
QWL-SCALE 
INSTRUCTIONS 
The following statements pertain to your work . Against each statement you 
have to endorse your response in a manner given below :-
-Assign '5 ' to the statements of" High Agreement" 
-Assign '4' to the statements of "Agreement" 
-Assign ' 3 ' to the statements for which you have "Neutral" opinion . 
-Assign '2' to the statements of "Disagreement" 
-Assign ' r to the statements of "High Disagreement" 
Highly Highly 
disagree agree 
1. Organization / company gives US opportunity 1 2 3 4 5 
in decision - making pertaining company's 
policies and functions. 
2. Employees in the organization/company have 1 2 3 4 5 
satisfaction with the company's leave rules and 
other policies affecting employees work related 
behaviour. 
3. Thinking ofgoing to thejob makes me feel sick. 1 2 3 4 5 
4. Supervisors generally encourage people here 1 2 3 4 5 
to make use of their best efforts for good 
performance. 
5. Good opportunities and freedom are here to 1 2 3 4 5 
use special skills and abilities in my job . 
6. People with whom I work are very cooperative. 1 2 3 4 5 
7. There is a greater clarity in the functioning and 1 2 3 4 5 
activities of the organization. 
8. My company takes enough care of employees 1 2 3 4 5 
performance record while awarding promotion. 
9. Company provides good working envirment for 1 2 3 4 5 
employees to work under stress - free condition. 
10. Senseof achievement comes through my work. 1 2 3 4 5 
11. Ifeelthatmy quality of life will remain the 1 2 3 4 5 
same even after retirement because company / 
organization ensures ideal retirement benefits. 
12. My supervisor and the company/organization 1 2 3 4 5 
always have their expectations and policies very clear. 
13. Management gives due respect to each and every 1 2 3 4 5 
employee here. 
14. Doing my job well, I get a feeling of satisfaction. 1 2 3 4 5 
15. Supervisors invite suggestions, opinions and 1 2 3 4 5 
ideas from their employees and consider them for 
improving organizational / company's functioning. 
16. Management has great appreciation about 1 2 3 4 5 
the importance of my work. 
17. I have a say in deciding how to schedule my work 1 2 3 4 5 
18. I feel satisfied with the working of my company's 1 2 3 4 5 
employees' union. 
19. My supervisor maintais good relations with 1 2 3 4 5 
people at work. 
20. Adequate medical facilities are provided for 1 2 3 4 5 
employees and their family. 
21. Employees have a lot of freedom to perform 1 2 3 4 5 
their work activity in their own best way . 
22. My organization / company always make 1 2 3 4 5 
efforts to improve physical working conditions. 
23. Employees willingly get motivated 1 2 3 4 5 
to work as a team member. 
24. Skill, abilities, and performances are highly 1 2 3 4 5 
appreciated by the company. 
25. Promotion in my company/organization 1 2 3 4 5 
is not a constraint for a good worker. 
26. I am satisfied with organizational/company's 1 2 3 4 5 
fair policies with respect to company treatment 
with all employees. 
27. My work is interesting. 1 2 3 4 5 
28. Nothing comes in the way in opting the 1 2 3 4 5 
new best method in performing the task . 
29. Management does not allow employees 1 2 3 4 5 
to give their suggestions in any matter 
of the organization/company. 
30. My relations with co-workers are highly 1 2 3 4 5 
satisfactory here. 
31. Employees are generally satisfied with 1 2 3 4 5 
the perks and benefits being given by the company . 
32. My supervisor has greater confidence 1 2 3 4 5 
and trust in his subordinates. 
33. I feel that my work conditions such as 1 2 3 4 5 
plant maintenance related to machine and 
tools, lighting, noise, temperature, etc.,are 
sufficiently in good conditions. 
34. Employees generally here have high and 1 2 3 4 5 
positive opinion about each other. 
35. I have a feeling ofbeing a part of the company . 1 2 3 4 5 
36. I have good family relations. 1 2 3 4 5 
37. Organization/company here has a clear-cut 1 2 3 4 5 
and reasonable goals and objectives . 
38. Myjob makes me feel to have enough 1 2 3 4 5 
prestige within the company/organization. 
39. Management practically recognize employees' 1 2 3 4 5 
union and pay much attention to our union's actions . 
40. Employees have general satisfaction with 1 2 3 4 5 
the pay/salary they are receiving. 
41. Managers and supervisors here provide 1 2 3 4 5 
greater opportunity to set the target for 
production through mutual understanding. 
42. The real pleasure comes to me through 1 2 3 4 5 
working with this organization/company. 
43. Employees generally are highly satisfied 1 2 3 4 5 
with the 'saving plan' and retrieval benefit 
facilities of the organization / company here. 
44. I and my family members feel satisfied 1 2 3 4 5 
with respect to our quality of life. 
45. Management and the employees of this 1 2 3 4 5 
company/organization always help employees 
when ever they are in need to overcome their stress. 
46. I get due recognition for the good work I perform here . 1 2 3 4 5 
47. I and my organization/company are made for each other . 1 2 3 4 5 
48. My company/organization provides me all opportunity 1 2 3 4 5 
to feel part of the management 
Appendix- I-B 
QWL Scale 
Item-Analysis 
Correlation with composite score 
Item No. Contingency coefficient ' C 
( Corrected) 
0.82 
0.75 
0.50 
0.79 
0.65 
0.58 
0.63 
0.78 
0.66 
0.72 
0.70 
0.73 
0.85 
0.53 
0.83 
0.54 
0.79 
0.86 
0.76 
0.71 
Chisquare 
(X^) 
203.75** 
127.84** 
33.33** 
164.23** 
72.84** 
50.20** 
66.15** 
152.10** 
76.42** 
105.79** 
96.08** 
113.38** 
258.03** 
39.01** 
222.22** 
41.07** 
164.23** 
284.23** 
134.32** 
100.82** 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
Item No. 
21. 
22. 
23. 
24. 
25. 
26. 
27. 
28. 
29. 
30. 
31. 
32. 
33. 
34. 
35. 
36. 
37. 
38. 
39. 
40. 
41. 
42. 
43. 
44. 
Contingency coefficient ' C 
(Corrected) 
0.85 
0.63 
0.84 
0.71 
0.47 
0.82 
0.72 
0.85 
0.67 
0.49 
0.57 
0.79 
0.62 
0.66 
0.55 
0.52 
0.79 
0.76 
0.85 
0.64 
0.66 
0.48 
0.52 
0.69 
Cbisquare 
(X) 
258.03** 
65.06** 
235.20** 
100.82** 
28.32* 
'^ '^ '5 75** 
,79** 
.03** 
16** 
.59* 
49** 
.23** 
00** 
42** 
21** 
04** 
.23** 
.32** 
;.03** 
.42** 
.42** 
>.92* 
.04** 
.83** 
ItemNo. Contingency coefficient 'C Chisquare 
( Corrected) (X) 
45. 0.68 85.63** 
46. 0.66 76.42** 
47. 0.68 85.63** 
48. 0.69 89.83** 
Significent level 
**p<.01 
* p<.05 
Split-half realiabitity 'r' = .70 
Congruent validity 'r' =.79 
APPENDIX-II 
ORGANIZATIONAL COMMITMENT SCALE 
(OCS) 
INSTRUCTIONS 
Listed below are a series of statements that represent possible feelings that 
individuals might have about the company / organization for which they work . 
Please indicate the degre of your agreement or disagreement. Responses to 
each item are to be measured on a 7- point scale with scale point labelled as : 
-Assign ' 1' when you "Strongly Disagree" 
-Assign '2' when you " Moderately Disagree" 
-Assign '3 ' when you " Slightly Disagree" 
-Assign '4' when you "Neither Agree Nor Disagree 
-Assign '5 ' when you " Slightly Agree" 
-Assign '6' when you "Moderately Agree" 
-Assign '7' when you "Strongly Agree" 
Strongly 
disagree 
Strongl> 
agree 
1. I feel proud of being attached to my 1 2 
oi^anization. 
2. I feel that I would be at loss when I would be 1 2 
leaving this organization. 
3. I feel a firm conviction of not leaving my 1 2 
job in this organization / company because 
this organization/company has helped me 
to stand on my feet. 
4. I do not leave the office / work-place unless 1 2 
I complete my task/work. 
5. I can never think of leaving this organization/ 1 2 
company even if my promotion is delayed. 
6. My organization / company has provided me 1 2 
3 4 5 6 7 
3 4 5 6 7 
3 4 5 6 7 
3 4 5 6 7 
3 4 5 6 7 
3 4 5 6 7 
opportunity to live with dignity on this earth , 
So I can never think to switch over to other 
organization / company . 
7. I believe one should not overstay in the 1 2 3 4 5 6 7 
organization / company at the cost of family affairs. 
8. My organization/company is sufficiently 1 2 3 4 5 6 7 
fulfilling my needs which other 
organization / company Can not do . 
9. Ifeelsorry anddis-satisfiedwhenlfailto 1 2 3 4 5 6 7 
utilize my utmost efforts for meeting 
the goals of the organization / company . 
10. Personal benefits are more important than 1 2 3 4 5 6 7 
to help promote organizational development. 
11.1 love to work for my organization / company . 1 2 3 4 5 6 7 
12. What status I am enjoying here, I could not 1 2 3 4 5 6 7 
have found it in any other organization / company. 
13.1 live, eat, and breath my job in this 1 2 3 4 5 6 7 
organization / company. 
14.1 do not delay my work because I can not 1 2 3 4 5 6 7 
take any risk of being kicked out from 
this organization / company. 
15. Real pleasure comes to me only when 1 2 3 4 5 6 7 
I accomplish the task . 
Appendix- II-A 
Organizational commitment scale 
Item-Analysis 
Correlation with composit score 
ItemNo. Contingency coefHcient ' C 
( Corrected) 
0.67 
0.66 
0.74 
0.69 
0.44 
0.49 
0.50 
0.54 
0.39 
0.53 
0.60 
0.63 
0.54 
0.44 
0.62 
Chisquare 
Pi}) 
228.07** 
216.10** 
338.92** 
266.03** 
67.22** 
88.47** 
93.33** 
115.26** 
50.23** 
109.38** 
157.50** 
184.26** 
115.26** 
67.22** 
174.84** 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
Significance level 
**p<.01 
* p<.05 
Split-half realiabitity 'r' = 0.80 
Congruent validity *r' = 0.76 
APPENDK-ni 
HRD-SCALE 
INSTRUCTIONS: 
Every company / organization involve number of activities for achieving its 
goals.People in company / organization gererally have then- feelings and reactions towards 
various organizational activities. The questions / statements given below pertain to your 
work organization . Against each statement you have to endorse your response in the 
following manner: 
-Assign '5' to the statement when the conditions are present in the "maximum" 
Degree. 
-Assign '4' to the statement when it is present "above moderate and below 
maxium" degree. 
-Assign ' 3 ' to the statement when the conditions are present in the 
"moderate"degree 
-Assign '2' to the statement when the conditions are present "below moderate 
and above minimum"degree. 
-Assign' 1' to the statement when the condition is present at the "minimum"degree. 
Min Max 
1. Employees feel free to express opinions and ideas 
even these may be different from their bosses. 
2. Competitiveness and smartness are highly valued in 
this company / organization. 
3. Employees generally feel here that they are 
never alone. 
4. Nurturing and helping subordinates are 
encouraged here. 
5. Achievement and competance at work have more 
importance here, than hierarchical status or position. 
6. Our company / organization makes selection of 
employees well before any position is likely to 
become vacant for avoiding any irregularity and 
employees work over-load. 
7. Employees feel that they have greater say here 
and they can influence many important issues. 
8. Skill development training programs are very 
regularly being run here, or employees are sent 
outside the company for training. 
1 2 3 4 5 
9. Changes, if needed for company's/organizational 
productive eflficiency are given prime importance here. 
1 2 3 4 5 
10. For working on new technology, in-service 
Employees are trained and given due placement. 
1 2 3 4 5 
11. Management here have a very si^portive 
attitude toward employees. 
1 2 3 4 5 
12. Attractive incentives are given to the best, 
efficient employees here. 
1 2 3 4 5 
13. Supervisors always extend helping hand to 
their subordinates. 
1 2 3 4 5 
14. Supervisors generally do not leave any 
impression over their subordinates that they 
are superior. 
1 2 3 4 5 
15. Job rotation, i.e. shifting employees from one 
shift to another shifts is followed here. 
1 2 3 4 5 
16. Confidential report of the employees is strictly 
mantained here. 
1 2 3 4 5 
17. Employees have a fiill confidence in management 
here. 
1 2 3 4 5 
18. Employees have a general feeling that their interests 
are well safe-guarding here. 
1 2 3 4 5 
19. Company/organization strictly adhere very open 
self-appraisal system 
1 2 3 4 5 
20. Organization/company thinks that only strict supervision 1 
can make employees disciplined and highly productive. 
2 3 4 5 
21. Performance assessment is a regular feature of this 
organization/company to help,develop and not to 
punish employees. 
1 2 3 4 5 
22. Organization/company has trust over employees. 1 2 3 4 5 
23. Quantum ofwork is not generally decided by 1 2 3 4 5 
management/supervisors alone but it is set through 
mutual understanding between the employees and the 
Superiors. 
24. Employees does not have any feeling of nonavailability 1 2 3 4 5 
of any personnel or employees that may cause work to 
suffer. 
25. Company/organization rules are flexible here to protect 1 2 3 4 5 
employees' needs in specific time and situation. 
26. Employees are treated here very strictly in accordance 1 2 3 4 5 
with company's/organizational rules and regulations. 
27. Management generally provide excellent working 1 2 3 4 5 
conditions and environment alongwith giving emphasis 
on product quality and consumer satisfaction. 
28. Employees generally feel that they are not treated here 1 2 3 4 5 
diflferentially. 
29. Promotions here are not linked with experience and 1 2 3 4 5 
favouritism but to work excellence only. 
30. There is no limit of promotional growth here for 1 2 3 4 5 
good and dedicated employees. 
31. Salary and other perks and bebefits are not the constraint 1 2 3 4 5 
here for the best and efficient worker. 
32. Company/ organization encourages healthy competition 1 2 3 4 5 
among employees through the system of individual 
rewards to the best workers. 
33. Our organization/company does not have any system for 1 2 3 4 5 
giving trainmg to the employees. 
34. Organization/company generally highlights best worker. 1 2 3 4 5 
35. Our company/organization always make concerted effort 1 2 3 4 5 
to find out the best modem means of improving and 
achieving organization/company productive efficiency. 
36. Management has a lot of concern and sympathy about 1 2 3 4 5 
employees here. 
37. Employees share the events of sorrow and happiness of 1 2 3 4 5 
each other irrespective of any difiFerence of religion, caste, 
hierarchical position, etc. 
38. Employees generally feel here that they are being very 1 2 3 4 5 
strictly supervised. 
39. Healthy competitive conflicts are generally observed 1 2 3 4 5 
here. 
40. Our organization/company always think in using new 1 2 3 4 5 
modem technology. 
Appendix- III-A 
HRD Scale 
Item-Analysis 
Correlation with composit score 
Item No. Contingency coefficient ' C 
(Corrected) 
0.73 
0.70 
0.78 
0.80 
0.80 
0.79 
0.82 ' 
0.71 
0.77 
0.71 
0.73 
0.90 
0.70 
0.74 
0.55 
0.85 
0.84 
0.72 
0.67 
0.50 
Chisquare 
(X )^ 
113.38** 
96.07** 
152.10** 
177.78** 
177.78** 
164.23** 
203.76** 
100.82** 
144.61** 
100.82** 
113.38** 
426.32** 
96.07** 
121.69** 
43.21** 
258.03** 
243.31** 
108.33** 
81.61** 
33.33** 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
ItemNo. 
21. 
22. 
23. 
24. 
25. 
26. 
27. 
28. 
29. 
30. 
31. 
32. 
33. 
34. 
35. 
36. 
37. 
38. 
39. 
40. 
Contingency coefficient ' C 
(Corrected) 
0.62 
0.70 
0.69 
0.69 
0.84 
0.47 
0.79 
0.65 
0.87 
0.73 
0.75 
0.74 
0.61 
0.81 
0.46 
0.77 
0.61 
0.50 
0.59 
0.60 
Chisquare 
(X )^ 
62.00** 
96.07** 
89.83** 
89.83 
243.31** 
28.32* 
164.23** 
72.84** 
302.76** 
113.38** 
127.84** 
119.04** 
59.06** 
187.45** 
26.78* 
144.61** 
59.06** 
33.33** 
52.74** 
57.52** 
Significance level 
**p<.01, *p<.05 
Split-half realiabitity 'r' = .78 
Validity 'r' = .79 
APPENDIX-IV 
PERCEIVED UPWARD-MOBILITY 
QUESTIONNARE 
INSTRUCTIONS: 
Here are some of the important characteristics with regard to the career 
opprtunities available in your company/organization. You are requested to respond 
each aspect with a manner given below against each. 
- ' r should be given when "Highly Disagreed". 
- '2 ' should be given when "Disagreed" 
- ' 3 ' should be given when you " Neither Agree Nor Disagree" 
- '4 ' should be given when " Agreed" 
- ' 5 ' should be given when " Highly Agreed" 
Highly Highly 
disagree agree 
1. In my organization there are enough 1 2 3 4 5 
opportunities for advancement. 
2. There are limited chances of promotion 1 2 3 4 5 
in my organization. 
3. Employees in the orgaization are promoted on 1 2 3 4 5 
the basis of there potentiality. 
4. Myjobisadead-endandproviodesno 1 2 3 4 5 
opprtunity for hirerchical promotion. 
5. My organization provides enough promotional 1 2 3 4 5 
evenues either in the form of salary-progression 
or hirerarchical-progression. 
6. My organization has a fair promotion policy. 1 2 3 4 5 
7. Employees'promotions are generally delayed 1 2 3 4 5 
with out any reason. 
8. There is a regularity in promotion in 1 2 3 4 5 
my organization. 
9. Employees in my organization are generally 1 2 3 4 5 
satisfied with regard to their career advancement 
Appendix- IV-A 
Upward-Mobility Scale 
Item Analysis 
Correlation with composite score 
ItemNo. Contingency coefficient ' C 
( Corrected) 
0.76 
0.67 
0.66 
0.55 
0.76 
0.62 
0.68 
0.84 
0.81 
Chisquare 
(X )^ 
137.52** 
80.16** 
76.42** 
43.21** 
137.52** 
62.00** 
85.63** 
243.31** 
187.45** 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
Significance level 
**p<.01 
Split-half realiabitity 'r' = .86 
Congruent validity 'r' = .88 
APPENDIX-V 
BIOGRAPHICAL INFORMATION BLANK (BIB) 
1. Designation of your job 
2. Age 
3. Religion 
4. Experience of work -
5. Number of dependents 
6. Qualification 
7. Marital Status (Married/ Unmarried) 
8. Monthly income 
Number of promotions earned 
10. Number of organizations/companies changed 
11. Rural/Urban 
12. Family-Joint/Nuclear 
